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ABSTRACT 
This paper assesses the implications ofNarcissism, Machiavellianism and psychopathic 
personality traits on leaders' preferences in followers. The research was conducted from the 
perspective of leaders who possess any of these "dark" personalities and their preferences in 
followers. This research gives followers a sense of what to expect if confronted with a situation 
in which a system is run a by a leader who possesses any of these three "dark" personality traits. 
The results indicated that Narcissistic leaders with a dominant sub characteristic of selfishness 
prefer followers who are achievers, proficient and ambitious. Narcissists who like authority 
prefer dependable, team players and proficient followers. Narcissists who like to showoffprefer 
followers who are very good team players and are negatively correlated to followers who possess 
high ethics and morals. Demanding Narcissists prefer followers who don 't need much 
supervision. Machiavellians who only think of their personal gain do not prefer followers who 
are independent and require little supervision. Machiavellian leaders whose dominating sub 
characteristic is to attain power are positively correlated to hard working and ambitious 
followers. Machiavellian leaders do not prefer followers who like to give their own ideas to the 
managers. Machiavellian leaders who like to manipulate their employees do not prefer followers 
who are self-driven and confident. Psychopathic leaders who have dominant selfish 
characteristics are negatively correlated to majority of the followers with ideal characteristics. 
Finally, indecisive psychopaths prefer followers who are independent. 
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This study will deal with three potential personality traits of a leader which include Narcissism, 
Machiavellianism and Psychopathy. These personality traits are regarded as the three "dark" 
sides of leader personalities. These three personality traits have different origins and fundamental 
differences but in the end have striking similarities. To varying degrees, all three entail a socially 
destructive character with behavior tendencies such as grandiosity, emotional coldness, 
manipulation and aggressiveness (Paulhus, Williams & Harms, 2001). Leaders with these 
personality traits will resort to bullying as a mean of accomplishing their goals (Tallman, 2012). 
Leaders with Narcissist personality have an extremely inflated concept of themselves 
characterized with grandiosity, self-focus and self-important behavior (Tallman, 2012). They 
have a great need to be loved and admired by others (Vries, 1985). It is also noted that a certain 
amount of Narcissism is needed to function effectively but in its extreme it becomes very 
detrimental. Some of the symptoms ofNarcissism personality include taking advantage of others 
to reach one ' s own goals, exaggerating one' s own importance and requiring constant attention. 
In brief, Narcissism is conceptualized as a personality characterized by dominance, exploitation 
and exhibitionism as well as feelings of superiority and entitlement (Raskin & Terry, 1988). 
Machiavellianism is a personality trait held by someone who seeks to manipulate others to 
achieve his or her own ends (Tallman, 2012). Machiavellians believe in achieving goals by any 
means possible and are not concerned about the repercussions. They see other people as objects 
to accomplish the goal and they lack affect or emotions in their relationships. They are not 
concerned about the long term ramifications of their actions and are centered on the immediate 
result. Machiavellianism refers to individual differences in manipulation, insincerity, and 
callousness (Christie & Geis, 1970). 
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People with Psychopathic personality traits have no feeling for others and are antisocial, 
irresponsible and dishonest (Neumann & Hare, 2008). Interestingly in recent studies, 
Psychopathy is not considered as a barrier to career success as Neumann and Hare found that as 
many as 6% of supervisors and managers, including senior managers possess psychopathic 
behavior. In theory, psychopathy refers to a pattern of callousness, remorselessness, 
manipulation and exploitation of others, and has been investigated as a psychological cause of 
antisocial and criminal behaviors (Hare, 1991) 
All three socially aversive personality traits of psychopathy, Machiavellianism and Narcissism 
have been studied intensively in psychology. However, these earlier studies concentrated on 
characteristics, causes, and general effects of these three "dark side" personality traits; not much 
work has been done on the implications of these personality traits on leader's preferences in their 
followers. This is the topic of this empirical paper: implications ofNarcissism, Machiavellianism 
and psychopathic personality traits on leader's preferences in followers. This paper will 
concentrate extensively on how these personality traits influence the choice of followers by the 
leaders who possess these traits. Also, some of the interdependences of characteristic traits 
between Narcissism, Machiavellianism and psychopathy are also discussed. 
This study is important because ultimately the followers are those who suffer or withstand 
leaders who possess these "dark side" personalities. The earlier studies done can help to 
characterize a leader who possesses these negative traits and this study can help to determine 
what effects these personality traits have on the follower preferences. Leaders with these 
personality traits will resort to bullying, grandiosity, emotional coldness, manipulation and 
aggressiveness as a means of accomplishing their goals (Paulhus, Williams & Harms, 2001 ). 
Earlier studies are limited to just the indication of leader's personality traits. This research goes 
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one step further: the objective is to see from the perspective of leader who possesses the 
characteristics of psychopathy, Machiavellianism or Narcissism, what preferences he or she has 
in followers. Leaders who possess Narcissism like taking advantage of others to reach their own 
goals, Machiavellians seek to manipulate others to achieve their own ends and Psychopaths have 
no feeling for others and are antisocial, irresponsible and dishonest. All these characteristics 
defme the three traits but this research will use data to determine whether there is a relationship 
between the three personality traits and their preferences in followers. This research may help 
subordinates understand why a leader chooses them as followers. This research will be a new 
innovation in the study of "dark" leadership personality traits and will give a clear indication of 
what these leaders expect in their followers. The study will depict the personality of the 
followers who can eventually succeed or get promoted in a system run by these leaders. 
Understanding the influence ofNarcissism, Machiavellianism and psychopathic personality traits 
on leader's preferences in followers is of a great advantage because it can give followers a sense 
of what to expect if confronted with a situation where a system is run by a leader who possesses 
any of these three dark personality traits. As mentioned before, these three "dark sides" of leader 
personalities are not only detrimental to followers, but if followed by everyone can create a 
negative environment in the workplace. 
The main objective this research is to discover how the preferences in followers differ between 
leaders who possess Narcissism, Machiavellianism or psychopathic personality and the ones who 
do not possess these traits. Relationships between Narcissism, Machiavellianism and 
psychopathic personality traits are also discussed using several hypotheses. 
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LITERATURE REVIEW 
The literature review starts with an in-depth explanation of followership . This section thoroughly 
describes the meaning of followership, earlier studies completed and types of followers. This is 
done to give an idea of what followership is and how it will be related to other leader personality 
trait in this study. The review then does a comprehensive explanation of the three negative 
leadership traits, i.e. Narcissism, Machiavellianism and psychopathy and includes detailed 
definitions of the three personality traits, as well as the earlier studies done which correlate these 
traits to related variables. Narcissism, Machiavellianism and psychopathy are studied thoroughly 
to understand these negative personality traits and explore how they influence their choice of 
followers . The last section of the review sheds some light on the relationship between leadership 
and followership . Hypotheses are then developed using the theory illustrated on these three 
personality traits. These hypotheses are subsequently assessed using the responses from the 
survey. Hypotheses are separated into two types, i.e. test and follower hypotheses. 
Test Hypotheses: These hypotheses deal with the interrelationship between the three negative 
traits, and between these traits and other specified variables. These hypotheses are stated in other 
earlier studies mentioned in the literature review. But, the objective of these hypotheses is to test 
them against the responses of the survey. They will be used to assess the validity of the survey. 
Follower Hypotheses: These hypotheses will deal with the main objective of the project, i.e. , 
discovering what characteristics or what kind of follower a leader possessing one the three 
negative personality traits would want? These hypotheses state statements based on theories 




"Followers are more important to leaders than leaders are to followers" 
- Barbara Kellerman 
A follower is defined as a person who follows another in regard to his or her ideas, belief, a 
disciple or adherent (Dictionary.com). Since early 1980s, the term "follower" has been 
increasingly used as a synonym for the term "subordinate" (Hersey & Blanchard, 1982). 
Bjugstad et al. (2006) defines followership as the ability to effectively follow the directives and 
supports the efforts of a leader to maximize the structured organization. Townsend & Gebhart 
(1997) defined followership as a process in which subordinates recognize their responsibility to 
comply with the orders of leaders and take appropriate action consistent with the situation to 
carry out those orders to the best of their ability. 
1.1 Types of Followership Studies 
As stated in the Kellerman quote above, followers are more important to leaders than leaders are 
to the followers. This is why it is so important to see what kinds of followers are preferred by the 
leaders with negative personality traits. Study on followership has always taken second place to 
leadership, as some of the very popular scholars have suggested. Lundin and Lancaster (1990) 
wrote that "thousands of pages had been written about leadership but very few have been written 
about followership." Bjugstad, Thach, Thompson and Monis (2006) saw followership as an 
"unstudied discipline," and Goffee and Jones (2006) observed that "the analysis of followership 
has barely begun." In 1978, Bums observed that one ofthe "most serious failures" in the study of 
leadership was the separation of leadership and followership literatures. This fact was also 
demonstrated by doing a book search on Amazon.com, where approximately 95,220 book titles 
devoted to leadership are displayed as compared to only 792 for followership. The majority of 
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these followership books are related to spiritual or political followers (Bjugstad, 2006). Since 
very early days, the focus has always been on leaders who are considered as born leaders or 
having natural abilities that were thought to be inherited (Galton, 1900). The success of a leader 
or leadership qualities have never been matched to follower characteristics. Frew (1977) started 
work on followership by developing an instrument that measured followership. This instrument 
examined followers to determine what kind of leadership styles they preferred in their 
supervisors. His conclusions focused on making leaders more effective and improving 
organizational effectiveness by reducing managerial error; but preferences of followers were not 
focused on in his conclusion (Baker, 2007). Steger et al. (1982) stated that "power should not be 
shared with the followers: it is a managerial tool." Statements like these created significant 
difference between followers and leaders and resulted in deterioration of the follower's status in 
our society. The term "followership" is often linked to negative and demeaning words like 
"passive, weak, and conforming" (Bjugstad, 2006). Even in the post-World War II era, in spite of 
followers who possessed obedience, dependence, and loyalty to a leader, they were not held in 
high regard (Baker, 2007). The statement "Always be a leader, never a follower!" has gone a 
long way toward adding to the stigma of being a follower (Bjugstad, 2006). There has been some 
work done for the relationship between leadership and followership in different departments as 
in psychoanalysis and psychology. Freud (1921) and Fromm (1941) identified a psychological 
link between leaders and followers. In anthropology, Mead (1949) discussed the importance of 
examining the psychological relationship between the leader, the lieutenant, and the follower. In 
sociology, Sanford (1950) observed that leadership is an intricate relationship between leader 
and followers. But very little work has been done to assess what the leaders want in their 
followers to be successful. 
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Per earlier literature studies done on leadership and followership, Brian Crossman and Joanna 
Crossman (20 11) illustrated several different ways in which leadership and followership studies 
have been done. 
1. Individualized or leader-centric theories comprised of theories in which leadership is 
depicted as top down, where leaders impose rules to influence followers. 
2. Leader-centered theories rely on the follower perspective when considering the 
leadership values and theories. 
3. Multiple, shared, distributed or collective leadership comprised of a flat management 
style where instead of the management being top heavy, focus is on shared and 
distributed leadership. 
4. The followership literature is just a pure theory about followership characteristics, their 
personalities and their environmental culture. 
Leadership and followership are interdependent and need to be studied together. This 
interdependence has been supported by several writers. Followership has been characterized as 
the eyes, ears, minds, and the heart of leaders who cannot function effectively alone. Similarly, 
Depree (1992) assetted that leaders only really accomplish something by permission of the 
followers. Vecchio (1997) observed that followers and leaders are interconnected and share 
responsibility for meeting goals. Follett (1996) argued that followers and leaders must follow a 
common purpose on which their work is focused. Also, Bums ( 1978) wrote that leaders and 
followers had " inseparable functions; but different roles." Carsten et al. (2010) proposed that 
followership is a relational role in which followers have the ability to influence leaders and 
contribute to the improvement and attainment of group and organizational objectives. It is 
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primarily a hierarchically upward influence. Baker (2007) suggested four basic tenets of active 
followership: 
1. That followers and leaders are roles and not people with inherent characteristics; 
2. That followers are active and not passive; 
3. That followers and leaders share a common purpose; 
4. That followers and leaders must be must be studies in the context of their relationship. 
1.2 Types of Followers 
Followers have been divided into many different subtypes by various researchers. Below are 
some of the examples of different subtypes of followers: 
1. Disruptive behavior followers: These followers are anti-authoritarian and may inspire to 
dominate the leader/follower relationship (Zaleznik, 1965); 
2. Exemplary followers or Star followers: These individuals demonstrate initiative and 
facilitate the needs and interests of peers, leaders and the organization, and exhibit the 
courage required to put forward the perspectives that are sometimes antithetical to their 
leaders (Kelley, 2008); 
3. Alienated followers: These individuals are potential troublemakers who do not interact 
positively with the leaders (Kelley, 1992); 
4. Conformist followers: These individuals are the "yes people" of the organizations. They 
are very active at doing the organization's work and will actively follow orders (Kelley, 
1992); 
5. Pragmatist followers: These individuals are smart and are able to balance the task and 
performance within the organization rules and culture. They may question their leader 
somewhere but they exhibit very little initiative (Kelley, 1992). 
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Carsten et al. (20 1 0) grouped followers into three categories: 
1. Passive followers: Loyal, supportive and who obey their leaders directives; 
2. Active followers : Provide opinions when given the opportunity but remain obedient and 
loyal regardless of whether they were in agreement with the leader; 
3. Proactive followers: Willing to constructively challenge their managers when needed. 
Rosenbach (2006) suggested the ideal follower is one who is conceived as a partner and who 
demonstrates commitment to both task performance and an effective relationship with the leader. 
In this research, the majority of the follower choices are from this ideal follower category, which 
is then correlated to the leaders. According to Blackshear (2003), an ideal follower is willing and 
able to help develop and sustain the best organizational performance; while the ineffective 
followers are often critical, cynical, apathetic, and alienated. Examples of ideal followers include 
followers who are self-capable, proficient, have a positive attitude, competent, team oriented, 
assertive, ethical, responsible, dependent, loyal, and honest. 
Chaleff (2008) categorizes the effective followers as being 
1. Resourceful: Low support, low challenge. Will only do enough to retain their job. 
2. Individualist: Low suppott, high challenge. Will speak up but their views are contrarian. 
3. Implementer: High support, low challenge. These are good followers who will not 
caution against costly mistakes. 
4. Partner: High support, high challenge. These are the best followers who are most 
preferred by the leaders. They assume full responsibility of their own and leader's 
behavior. 
Finally, Kelley ( 1988) proposed that there are four essential qualities that effective followers 
share: 
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1. Effective followers manage themselves well; 
2. Effective followers are committed to the organization and to a purpose beyond 
themselves; 
3. Effective followers build their competence and focus their efforts for maximum impact; 
4. Effective followers are courageous, honest, and credible, exhibit enthusiasm, intelligence 
and self-reliance. 
These are the basis of the followership characteristics used in this research. These four essential 
qualities are included by Kelley (1992) in his 21 variables proposed to be used for follower 
characteristic identification. The 21 variables proposed by Kelley ( 1992) are used in this study 
for the followership variables. These 21 variables are then reduced to 10 for this study using 
factor analysis of data from a previous study done by Tallman (2012). These variables are then 
assessed with leadership personality traits to identify the correlations. 
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2.0 Narcissism 
"I like to be admired from afar, and then complimented up close." 
- Gena Showalter, "The Darkest Seduction" 
The word Narcissism originated in early 19th centmy via Latin from the Greek name N arkissos. 
The term "Narcissism" comes from a story of a young man, Narcissus, the son of the river god 
Cephissus and the nymph Liriope in Greek mythology. He fell in love with his own reflection in 
the water eventually caused his death (Bulfinch, 2008). According to the Oxford Dictionary, 
Narcissism is characterized as a personality type which includes selfishness, a grandiose view of 
one's own talents and a craving for admiration. Narcissistic personality disorder is a mental 
disorder in which people have an inflated sense of their own importance and a deep need for 
admiration. Those with Narcissistic personality disorder believe that they're superior to others 
and have little regard for other people's feelings. But behind this mask of ultra-confidence lies a 
fragile self-esteem, vulnerable to the slightest criticism (Clinic, 2013). Narcissistic behavior can 
be charismatic and charming one minute, cold and calculating the next, or on occasion can break 
into unpredictable rages (Hotchkiss, 2003). 
People with Narcissistic personality disorder are characterized by being self-centered and 
boastful, seek constant attention and admiration, consider themselves better than others, 
exaggerate their talents and achievements, believe that they are entitled to special treatment, are 
easily hurt but may not show it, set unrealistic goals and may take advantage of others to achieve 
their goals (Hotchkiss, 2003). Other common traits ofNarcissistic personality disorder include 
preoccupation with fantasies that focus on unlimited success, power, intelligence and beauty; 
they believe that they are "special" and unique, and can only be only understood by other special 
people (Hotchkiss, 2003). They expect that others will automatically go along with what they 
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want and are unable to recognize or identify the feelings, needs, and viewpoints of others. 
Narcissists are themselves hypersensitive to insults, criticism, or defeat and possess arrogant 
behavior or attitudes (Goldberg, 2012). Narcissism is conceptualized as a personality 
characterized by dominance, exhibitionism, and exploitation, as well as feelings of superiority 
and entitlement (Raskin & Terry, 1988). Per Columbia Encyclopedia (2014), in psychoanalysis, 
Narcissism is considered a normal stage in the development of children. It is known as secondary 
Narcissism when it occurs after puberty, and is said to indicate a libidinal energy directed 
exclusively toward oneself. A small degree ofNarcissism is considered normal, where an 
individual has a healthy self-regard and realistic aspirations; the condition becomes pathological, 
and diagnosable as a personality disorder, when it significantly impairs social functioning. Per 
Hotchkiss (2003), there have always been vain, grasping and manipulative characters that have 
an inflated perception of themselves and little regard for others. What is troubling about 
contemporary culture is the extent to which these personality flaws have received widespread 
approval. Narcissism is not just tolerated, but rather is glorified these days. Many of our leaders 
and the public figures we admire flaunt their Narcissistic proclivities. This outrageous behavior 
looks glamorous and exciting on them, so we adapt similar approach and follow these Narcissist 
traits (Hotchkiss, 2003). 
Hypothesis 1: Narcissistic leaders who think they are special and better than everyone else and 
"can only be understood by special people" will only prefer followers who are smart, proficient 
and extraordinarily hard workers. Also these are the only workers who can satisfy their 
unrealistic goals. 
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2.1 Narcissist's Seven Deadly Sins 
Researchers have gone to great lengths to understand Narcissism from every angle. Narcissistic 
thinking and behavior is elaborated through "seven deadly sins" by Hotchkiss (2003). She called 
them "deadly" because they invade and annihilate the integrity of everyone they touch, and 
sinful because they destroy the sinner as well. These sins not only hurt others but they prevent 
the Narcissist from developing a genuine self. The .first sin is "shamelessness" which comes 
across as amorality in a Narcissistic personally. These people exhibit characteristics such as 
being emotionally shallow, thick skinned, aloof and uncaring about other people's emotions. 
They do not appreciate other people's achievements and never accept their faults. The shame is 
always directed outwards, away from them and this is the reason this is one of the characteristics 
of the Narcissist personality. The second sin is referred to as "magical thinking." Narcissists 
always want to be the best and need to avoid shame at any costs. There is always someone who 
is better, more beautiful or more successful than theN arcissist. The fact that no one is perfect is 
of little comfort to theN arcissist, because they see themselves as the exception to this natural 
law (Hotchkiss, 2003). Narcissists employ considerable amount of distortion and illusion which 
is called "magical thinking." In brief, this second sin refers to ways employed by Narcissists to 
shield themselves from these harsh realities. Other people have to be aware ofNarcissistic 
people as, through this magical thinking, they can create a false charm and engulf others in their 
Narcissistic web. The third sin is stated as "arrogance". The Narcissistic person possesses 
arrogance upfront but this artificial mask is a fragile internal balloon of self-esteem that is never 
content with just being good. Their goal is to be the best and anything less is valueless. For them, 
anyone's else's success is their loss. Their feeling ofbeing vanquished is quenched by 
humiliating, diminishing or degrading someone else. This is the reason why Narcissists are often 
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bossy, judgmental, and power hungry. An arrogant and superior attitude serves as a protective 
barrier that keeps the "stink" of imperfections off the Narcissist, providing insulation from 
intolerable feelings of shame about personal shortcomings (Hotchkiss, 2003). The arrogance 
comes from self-defense when they try to show someone else as inferior to repair their own 
image. The fourth sin is identified as "envy" . This sin develops when a Narcissist feels someone 
else has something he or she doesn ' t possess. For a Narcissist, competition of any kind is a way 
to acquire superiority and satisfy his or her envious feelings. Generally, Narcissistic people will 
only compete when they anticipate favorable outcomes; otherwise they will try to win by 
degrading someone verbally. It's not just the feeling of failure they can 't handle; the feeling of 
other person winning makes the narcissist envious. The fifth sin is documented as "entitlement". 
"Narcissists hold unreasonable expectations of particularly favorable treatment and automatic 
compliance because they consider themselves uniquely special" (Hotchkiss, 2003). Narcissists 
think they are entitled to being treated better than everyone else because they consider 
themselves smarter, more knowledgeable and more captivating than anyone else. Even in 
personal relationships, their self-entitlement means the other person needs to listen to them and 
in contrast they don't have any compulsion to listen to the other person 's opinion. Defiance of 
their will is an injury that can trigger rage and self-righteous aggression (Hotchkiss, 2003). The 
sixth sin is described as "exploitation." Exploitation means selfish use of others without regard 
for their feelings or interests. Driven by shame and prone to rage and aggression, the Narcissist 
never develops the capacity to identify with or even to recognize the feelings and needs of others 
(Hotchkiss, 2003). Finally, the seventh sin is illustrated as "bad boundaries." Bad boundaries 
mean that Narcissists do not know the limits between them and the people they take advantage 
of. The Narcissists suffer from a deep character flaw in the development of a sense of self. This 
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flaw prevents such individuals from being able to recognize that they have boundaries and that 
others are separate and not extensions of themselves (Hotchkiss, 2003). The author also notes the 
fact that this sin actually starts at a young age when parents allow their kids to feel too important. 
By giving too much control to the kids, the children come to feel that their parents are 
accessories to themselves and they control them and, eventually, everyone else when they grow 
older. 
Hypothesis 2: Narcissists who like having power or authority over other people will not prefer 
followers who retaliate or like to assert their own views against the leaders. 
Test Hypothesis 1: Narcissism is negatively related to age. Due to positive relationship between 
all three negative traits, this trend should be common for all three traits. 
Test Hypothesis 2: Narcissistic people are selfish and can do anything for their own gain. 
Test Hypothesis 3: Narcissistic personality traits are directly related to the psychopathic 
personality traits of self-centeredness and selfishness. 
2.2 Narcissist's First Impressions 
Narcissists are known to be very charming and attractive at first sight. It has been observed that 
they tend to make very good first impressions. There have been numerous studies done on this. 
The study by Mitija, Stefan and Boris "Decoding the Narcissism: Popularity link at zero 
acquaintance," analyzed the impressions Narcissists made at first sight where there has been no 
interactions prior to the judgments. The study concluded that Narcissist, particularly those with a 
sense of entitlement and tendency to manipulate and exploit others, are popular at zero 
acquaintance (Matija, Stefan & Books, 2010). The study suggested that the main reasons behind 
their popularity at zero acquaintance are their flashy and neat attire, their interpersonal warmth, 
their charming glances at strangers, competence from their self-assured behavior and their 
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humorous verbal expressions. As a result, Narcissists enjoy greater initial popularity than non-
Narcissists (Matija, Stefan & Boris (201 0). But, after this initial attraction, the true colors of their 
personality come forward, and they may become annoying and dislikable because they behave in 
a manner that is rather selfish, overly dominant, hostile, and arrogant (Colvin, Block, & Funder, 
1995). 
2.3 Narcissism and Leadership 
The theme of this research is the influence of personality traits like Narcissism on leader's 
preferences towards follower characteristics. Lots of research has been done prior to this paper 
on the specific effects ofNarcissist leaders on followers . The previous research looked into how 
Narcissism affects leadership styles and what the pros and cons are of leaders who possess 
Narcissistic traits. Per other authors, Narcissism leads to negative organizational consequences 
which include creation of "blame" and "toxic" cultures (Hogan et al. , 1994), abuse of power for 
personal aggrandizement (Post, 1993), unethical behavior (Kets de Vries, 1993; Gladwell, 2002) 
and organizational collapse (Benson and Hogan, 2008). "Even at their best, Narcissistic leaders 
are bound to leave damaged systems and relationships in their wake" (Maccoby, 2004). Higgs 
proposes that based on negative facts, Narcissistic leaders fail to create the climate necessary for 
achieving sustainable performance. On the positive note, Higgs shows that "productive 
Narcissism'' is both necessary and beneficial to an organization. Organizations have some need 
for Narcissistic leaders, as they provide a strong sense of vision and have the courage to lead 
organizations toward new directions (Maccoby, 2004). A strong link between Narcissism and 
charismatic leadership is also proposed (Doyle and Lynch, 2008). In extolling the value of 
productive Narcissists, Maccoby proposes that their lead is accepted because the potential 
benefits to the organization are enormous. In pursuing this view of ' productive ' Narcissism there 
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is a core assumption that such leaders tend to be self-aware of their behavioral tendencies and 
consciously work to control them (Maccoby, 2004). There has also been research conducted on 
Narcissist CEOs wherein it was concluded that they will undertake bold actions that will attract 
attention (engage in significant and frequent merger and acquisition activity) and tend to engage 
in strategic dynamism i.e. , initiate more changes and engage in acts of grandiosity more often 
than their non-Narcissist counterparts (Finklestein & Hambrick, 1996). Chatterjee & Hambrick 
(2007) also conducted research on CEOs and upon analyzing the data they found out that: 
1. There was a positive relationship between CEO Narcissism and strategic dynamism, 
grandiosity and the number and size of acquisitions; 
2. Narcissistic CEOs tended to undertake bold moves that attracted attention and resulted in 
both big wins and big losses; 
3. A positive relationship between CEO Narcissism and both extreme and fluctuation 
organizational performance was observed; 
4. The overall performance of the firms led by Narcissistic CEOs was neither better nor 
worse than that of those led by ' non-Narcissistic ' CEOs. 
Based on the above discussion, there are positives as well as negatives for Narcissism. "There is 
a view that productive Narcissism in senior leaders is potentially of significant benefit to 
organizations in terms of achieving performance outcomes" (Conger, 1997; Maccoby, 2000, 
2004). However, there is an equally strong view that, in the longer term, Narcissistic leadership 
is damaging to an organization internally (in terms of culture, morale, relationships), which 
ultimately leads to longer term deterioration in organizational performance (Kets de Vries, 
1993b; Collins, 2001 ; Aasland et al. , 2008; Benson and Hogan, 2008). To minimize the problems 
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of the destructive elements ofNarcissistic leadership, Maccoby (2000) proposed various 
resolutions which included: 
1. Finding a ' trusted' colleague to keep the Narcissistic leader anchored to reality; 
2. Persuading the leader to undertake therapy; and, 
3. Working in a way which results in people in the organization aligning with the leader' s 
goals and beginning to think in the way that he/she does. 
2.4 Narcissism and Charismatic Leadership 
Benjamin, Davis and Pierre did an in-depth study on the relationship between Narcissism and 
charismatic leadership. They depicted the positive as well as negative aspects ofNarcissism on 
charismatic leadership. Many claims have been made in the earlier studies done on this topic. 
Conger and Kanungo (1998) stated that "charismatic leaders can be prone to extreme Narcissism 
that leads them to promote highly self-serving and grandiose aims." Narcissistic charismatics 
have been characterized as frightening because they can be simultaneously charming, 
manipulative, and cruel (House & Howell, 1992). This study tried to conclude ifNarcissism in 
leadership is a bad thing or a silver lining in leadership. The Narcissist leader is generally 
perceived by others as being arrogant, prone to anger, lacking empathy, and being amoral (Kets 
de Vries, 1998; Rosenthal & Pittinsky, 2006). These characteristics depict that Narcissism not at 
all related to charismatic leadership; however, this study supports as well as refutes this claim by 
providing supporting statements for positive as well as negative effects ofNarcissism on 
charismatic leadership. Narcissist leaders are perceived to personalize their vision due to their 
egotistical orientation in which they see themselves as superior to others. They focus on 
maintaining their own interest and dominance over others (Rosenthal & Pittinsky, 2006). 
Because of the superiority dimension of Narcissism, such leaders are likely to see their greatness 
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and ability as key to their organization' s success, thereby communicating a vision that frames the 
success as being reliant on their individual contributions rather than that of the team (John & 
Robins, 1994). They tend to see themselves as playing a somewhat heroic role in the future of 
their organizations that feed on their exhibitionist desires to be the center of attention (Raskin & 
Terry, 1988). Based on this, it is more likely that Narcissistic leaders will tend to adopt a more 
aggressive, self-centered approach that will be in line with a "personalized vision orientation" 
(Raskin & Terry, 1988). Narcissists see themselves as having exceptional abilities, and they have 
a desire to use their abilities to gamer attention and admiration and achieve glory (Wallace & 
Baumeister, 2002). On a positive note, this desire for attention has been tied to the exhibitionism 
aspect ofNarcissism and inherently leads to bold visions for the future (Raskin & Terry, 1988). 
Narcissists will also be aggressive in the way in which they pursue goals that are aligned with 
their self-image of greatness (Raskin, Novacek & Hogan, 1991). Narcissistic leaders tend to lack 
fear or hesitancy, as they remain focused on overcoming trials or issues that an organization may 
face. This is a quality that is inherently associated with boldness (Sankowsky, 1995). These 
Narcissistic tendencies results in self-assurance and perceived ability that may enable leaders to 
inspire confidence and attract others through the bold visions they promote. This can be 
considered as a positive effect of Narcissism on charismatic leadership. "Because charismatic 
leadership relies on the ability to be inspirational, exciting, determined, optimistic, challenging, 
and stimulating" (Bass & Avolio, 1990), it may be difficult to be seen as charismatic without a 
certain degree ofNarcissism, specifically without the associated extreme confidence (Kets de 
Vries, 1989). On another note, Kets de Vrise states that "these ' constructive ' Narcissists have 
been conceptualized as having the ability to inspire others towards common visions and goals 
with their bold visions" (Kets de Vries, 1989). Similarly, Macobby (2000) also made a strong 
19 
case that "productive" Narcissists are able to inspire with their grandiose visions and charismatic 
personalities that are tailor-made to an environment that calls for strong leadership." These 
comments further support the positive effect ofNarcissism on charismatic leadership. 
Hypothesis 3: Egoistic Narcissists who perceive themselves as superior to others and demand 
authority are more inclined to prefer idealistic followers, as they want to succeed and grow fast 
in the organization using their followers' hard work and creativity. 
Hypothesis 4: Narcissists who want attention and like to show off their achievements by 
gaining success will prefer team-oriented and goal-oriented followers who can help them to 
reach this goal and become successful. 
Test Hypothesis 4: Narcissistic people are charming, manipulative, and cruel. 
2.5 Organizational Narcissism 
Narcissism in individuals can also affect the organizational culture. IfNarcissistic behavior in an 
organization becomes accepted and is promoted, it can lead to an issue called "organizational 
Narcissism" (Duchon & Drake, 2009). "Organizations, like people, are also motivated to protect 
their collective sense of identity and legitimacy, and, like people, can also sometimes engage in 
extreme Narcissistic behavior" (Duchan & Drake, 2009). In this study by Duchan & Drake 
(2009), organizations that have Narcissism-like characteristics and exhibit similar physiognomies 
as Narcissistic people were examined. The study depicts that extreme Narcissist organizations 
use denial to cope with conflict and stress (Brown, 1997) and ego-defense mechanisms to protect 
the integrity of its personality, even at the expense of sacrificing the morality of its actions 
(Ketola, 2006). Duchan & Drake (2009) even analyzed in their study that these organizations 
become so focused on their own anxieties that they are unable to even articulate a just purpose or 
a mission statement. 
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2.6 Narcissism in Academics 
Per the recent study, Narcissism levels in U.S. college students have steadily risen over the past 
25 years (Twenge, Konrath, Foster, Campbell, & Bushman, 2008), and these increases may be 
even more pronounced among business students in comparison with those in other disciplines 
(Robak, Chiffriller, & Zappone, 2007). These Narcissistic students tend to be very poor team 
players, blame others for their failures, take credit for others success and are overly competitive 
(Campbell et al., 2000). They perceive themselves as above the ordinary rules that apply to 
others and they may feel that others have no right to criticize them while they freely criticize 
others (Bergman, Westerman & Daly, 2010). On the positive side, the authors even examined the 
fact that since Narcissists are known to have short term likability as discussed earlier in this 
paper, it is possible that Narcissists may be graded or assessed at a higher level than less 
Narcissistic students in the management classrooms (Bergman, Westerman & Daly, 2010). This 
might give them a small step up in the short term, but due to interactions with the teachers during 
the entire semester, the true personality of these Narcissists will come forward. In general the 
authors claim that if the product of higher education in business includes increasing levels of 
Narcissism in our graduates, in the longer term, this may be problematic for the future (Bergman, 
Westerman & Daly, 2010). 
Hypothesis 5: Narcissists who feel they are always right, are lazy and deem that rules don't 
apply to them will prefer hard working followers so they can gain success on their behalf. 
2.7 Narcissism Characteristics 
Per Yang (2013), Narcissism is even linked to frequent Facebook and Twitter use. Mehdizadeh 
(2010) further studied this claim by doing research on Narcissism and self-esteem on Facebook. 
The research indicated a significant negative correlation between self-esteem and Facebook 
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activity. The study found significant positive correlation between Narcissistic individuals and the 
nwnber of times Facebook was checked per day as well as the time spent on Facebook per 
session (Mehdizadeh, 2010). This demonstrates that Narcissists like to brag about themselves 
and their achievements on social networks more than non-Narcissists people. A study by 
Goncalo, Flynn & Kim ( 1996) looked into weather Narcissists are really better, more creative 
and more talented than non-Narcissist people, or if they simply brag about it and are then 
perceived by others as similar to what they say. Goncalo, Flynn & Kim (1996) did three different 
studies ofNarcissism: 
1. The first study indicated that Narcissists self-enhance their evaluations of creative 
performance. Relative to others, Narcissists saw their own performance as being more 
creative, unique, and novel, although an assessment made by independent judges revealed 
no discernible difference between the Narcissists and non-Narcissists; 
2. The second study suggested that because Narcissists come across as more charismatic, 
enthusiastic, and energetic, they can persuade their audience that the ideas they advocate 
are more novel than those advocated by non-Narcissists whose ideas are equally creative, 
but conveyed with less personal force; 
3. The third study concluded a very interesting fact that the "group creativity" increased 
with the addition of each Narcissist in the group up to approximately two Narcissists, at 
which point group creativity began to diminish with the addition of a third Narcissist 
person. This shows that if dealt properly, Narcissists can even help to increase the 
productivity of the group. This study suggests that to capitalize on the Narcissists, non-
Narcissist people need to collaborate with the Narcissist people and encourage them to 
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collaborate with each other. " In doing so, groups could turn what could be a decidedly 
negative trait into a valuable source of creative tension" (Goncalo, Flynn & Kim, 1996). 
2.8 Narcissism and Sensitivity to Criticism 
Atlas & Them (2008) looked into the relationship between Narcissism and sensitivity to 
criticism. The study concluded that Narcissism is negatively correlated with sensitivity to 
criticism. The study also determined that Narcissists tend to seek more feedback on tasks as 
compared to highly sensitive people who avoid feedback opportunities. Narcissistic people' s 
interest or ambition to be perfect drove them to seek performance feedback from others, while 
the non-Narcissist people were too shy and were just interested in completing their task (Atlas & 
Them, 2008). Narcissists also appear to exhibit a high degree of self-confidence, low sensitivity 
to criticism, and low levels of "neurotic concern" (Atlas & Them, 2008). This study contradicted 
earlier assumptions ofNarcissists, where it was thought that Narcissistic people would be overly 
sensitive to criticism. However, their determination to get feedback and to improve led to this 
result where Narcissism is negatively correlated with sensitivity to criticism. 
2.9 Narcissism and Integrity 
Narcissism is a broad personality construct that includes an exaggerated sense of self-
importance, fantasies of unlimited success or power, need for admiration, entitlement, lack of 
empathy, and exploitation of others (American Psychiatric Association (APA), 1994). It's 
because of these traits that Narcissistic people crave leadership and thus are often found in 
positions of leadership (Kemberg, 1979). Yet, although these individuals are driven to seek 
positions of power, numerous studies and experiences have suggested that these individuals 
make ineffective leaders who lack integrity. Conclusions drawn by researchers include 
"Narcissism is negatively related to integrity;" (Mumford, Connelly, Helton, Strange, & Osburn, 
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2001) and "Narcissistic individuals lack empathy or the ability to recognize how others feel" 
(Watson, Grisham, Trotter, & Biderman, 1984). The study by Hoffinan & Helland (2008) looked 
into the extent to which Narcissism was related to managerial effectiveness and integrity. The 
results of the study showed that, supervisor ratings on interpersonal effectiveness and integrity 
were negatively correlated to Narcissism. This study supported the conclusions made by several 
researchers about the negative relationship between Narcissism and ethical leadership. 
Hypothesis 6: Narcissists who like to show off that they are superior to other people in every 
kind are actually low on integrity and ethics and they would not prefer followers who believe 
and exercise high morals and ethics. 
Test Hypothesis 5: Narcissist p eople are low on integrity and honestly. 
2.10 Narcissism, Academic Dishonesty & Organizational Trust 
As depicted earlier that Narcissism is negatively related to integrity, it can be presumed that 
academic dishonesty will also follow a similar trend. Studies have also been done on this topic 
where Menon and Sharland determined whether Narcissism was related to academic entitlement, 
exploitative attitude, and academic dishonesty. The results indicated that Narcissism is correlated 
with academic entitlement (Menon & Sharland, 2011). The study demonstrates that an 
exploitative attitude mediates the relationship between Narcissism and academic entitlement, and 
academic dishonesty (Menon & Sharland, 2011). The study concluded that the higher levels of 
Narcissism do not have a direct but rather an indirect impact on academic dishonest attitude. A 
study by Yildiz & Oncer (2012) examined the relationship between the organizational trust and 
organizational citizenship behavior, and how Narcissism effects this relation. The study 
concludes that Narcissism has a significant impact on the effect of organizational trust and 
organizational citizenship behavior. In other words, Narcissism plays a moderating role on the 
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relationship between organizational trust and organizational citizenship behavior (Yildiz & 
Oncer, 2012). Due to these relationships, Narcissism generates unhealthy outcomes in an 
organization because of its negative effects as a moderator (Yildiz & Oncer, 2012). 
2.11 Dealing with Narcissists 
Narcissists are everywhere i.e. at the workplace, in family, or friends and due to the sheer 
number of them, it's almost impossible not to have acquaintance with someone who possess 
some characteristics of Narcissism. Many studies have been done to examine ways to disarm or 
deal with the Narcissists. A book by Behary (2008) states personal experiences on how to deal 
with the Narcissists. The book starts off with categorizing Narcissists into two categories i.e. 
spoiled dependents and deprived dependents. Spoiled dependents are the ones who show their 
superiority to others, whether in terms of looks, intelligence & accomplishments, expect special 
attention from everyone, interrupt others when they are speaking and are prone to temper 
tantrums when things don't go their way (Behary, 2008). Deprived dependents are classified as 
the ones who are constantly fishing for compliments, demands explanations and clarifications in 
conversations and turn on you or hide when frustrated (Behary, 2008). Behary proposes ability to 
speak up to a Narcissist about what you feel about him or her as the most important way to 
"disarm the Narcissist". Behary (2008) explains that while it's necessary to harness your 
understanding and emotional generosity towards a Narcissists but it's equally necessary to hold 
them accountable when they act condescending, selfish, controlling or downright mean. Another 
study by Civitelli (2008) looked into ways to deal with Narcissists at work. He recommends 
many ways including being genuinely helpful to them, accepting the fact that no credit will be 
given for your accomplishment, never taking anything personally, lowering your expectations, 
lining up emotional support, preparing for the worst and fmally mustering some empathy 
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(Civitelli, 2010). These recommendations can be useful for people dealing with Narcissists on 
daily basis at work or home. 
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3.0 Machiavellianism 
"Willingness and ability to manipulate others for their own purpose" 
Christie & Geis, 1970 
Machiavellianism is the term for a personality trait held by someone who seeks to manipulate 
others to achieve his or her own ends (Tallman, 2012). Machiavellians believe in achieving goals 
by any means possible and are not concerned with the repercussions. They see other people as 
objects to use to accomplish their goals and lack affect or emotions in their relationships. 
Machiavellianism is one of the three dark personality traits in psychology and is based on the 
teachings ofNiccolo Machiavelli. Machiavellianism is defined as being or acting in accordance 
with the principles of government analyzed in Machiavelli's "The Prince ", in which political 
expediency is placed above morality (Definitions.net) . 
Niccolo Machiavelli was born in 1469 and was a high level Italian diplomat. He was most 
famous for being the author of the book "The Prince ". This book was published in 1532 and 
described the method by which a prince or a ruler can maintain control of his realm. The book 
was written as a script of advice to the Prince of Florence about 500 years ago. The general 
scope of this book was to show that rulers may resort to any treachery and artifice to uphold their 
arbitrary power, and whatever dishonorable acts princes may indulge in are fully set off by the 
insubordination of their subjects (Brewer, 1898). Machiavelli advised the Prince to stay in power 
by acting in a way that produced a desirable outcome. This book proposed cheating, supported 
any actions taken to reach ends, supported fear rather than love in ruling, acknowledged that fear 
will get more cooperation than love and endorsed lying if it is best tool for the job. These are 
some of the examples of the many controversial theories explained in the book. A Machiavellian 
is described as one who skilfully exercises strategies to exploit situations and people for his or 
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her own personal benefit (Fehr, Samsom & Paulhus, 1992). Cunning, amoral, cynical, 
opportunist, acting without regard to ethical norms and low ideological commitment are some of 
the personality traits closely related to Machiavellians. Machiavellians are motivated by extrinsic 
goals (McHoskey, 1999), self-interest and even hostility towards each other (Christie, 1970). 
They thrive in unstructured environments where they are able to exploit situations innovatively 
to their advantage (Becker & O'Hair, 2007). Machiavellians are known to be resistant to social 
influence and resistant to confessing, are prone to saying things others want to hear, are able to 
change strategy with situation, can change position in an argument readily and will exploit 
people if they don't retaliate (Becker & O'Hair, 2007). Machiavellian people may attempt to 
control other people's lives, yet at the same time feel that they have no control over their own 
lives (Galli et al. , 1986). When relating Machiavellians to organizations, Becker and O' Hair 
concluded that they only remain in one organization as long as they are able to exploit and 
manipulate others and then they move on to the next one. Besides the propensity of 
Machiavellians to manipulate others for personal gain, positive associations were found by 
McHoskey, Worzel, and Szyarto (1998) between Machiavellianism and both primary and 
secondary psychopathy (Salaki, Kanellaki, Richardson, 2009). Machiavellianism is also 
positively associated with choosing fmancial success as a primary goal in life, rather than self-
actualization, family, or community (McHoskey, 1997) 
Hypothesis 7: Leaders high on Machiavellianism who are indecisive in their strategy, have 
vague goals, and will try to exploit people who don't retaliate, will avoid followers who need 
structured guidance, are very efficient and have confidence to standup for themselves. 
Test Hypothesis 6: Due to so many similarities in the characteristics of Machiavellianism and 
Psychopathy, there is a positive relationship between both of these personality traits. 
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3.1 Machiavellianism and Ethical Leadership 
A lot of research has been done on Machiavellianism to completely understand it and recognize 
how it relates to other personalities. As this research paper deals with leadership personality 
characteristics, the first and foremost relationship that needs to be addressed is between 
Machiavellianism and leadership. The study by Hartog & Belschal (2012) studied the 
relationship between Machiavellianism and ethical leadership. Ethical leaders ' behavior helps 
followers see their job as more meaningful, which translates into showing increased motivation, 
effort, and productive behavior (Piccolo et al, 2010). Ethical leaders send clear messages about 
ethical values and hold subordinates accountable for their actions (Trevino et al. 2003). Ethical 
leader behaviors include acting fairly, promoting and rewarding ethical conduct, allowing 
follower voice, showing concern, demonstrating consistency and integrity, and taking 
responsibility for one ' s actions (Brown et al. 2005). Even though Machiavellianism, which is 
defmed as a strategy of social conduct that involves manipulating others for personal gain 
(Wilson et al., 1996), seems completely opposite to ethical leadership, this study tried to make 
some connection between them. The results for this study completely contradicted the earlier 
presumption that Machiavellianism is negatively related to ethical relationship. This study 
implied that being high on Machiavellianism does not necessarily imply being low on ethical 
leader behavior in the eyes of followers. Machiavellians are selfish and goal-driven, but also 
adaptable and skilled at creating a positive image if it benefits themselves (Hartog & Belschal, 
2012). Machiavellians are able to deploy both pro-social and coercive strategies to further their 
self-interests and they are able to act in a friendly and cooperative manner if they see this 
behavior as benefiting them (Hawley 2003 ; Wilson et al. 1996). It' s this characteristic of 
Machiavellians that contradicted the earlier presumption and they are able to act out ethical 
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leader behaviors if they see doing so as beneficial to their goals (Hartog & Belschal, 2012). The 
study predicts that since showing ethical leader behavior may be required more explicitly than 
before in today' s organizations, it is indeed likely that Machiavellian leaders will increasingly 
see maintaining their ethical image at work as important for the success of their organization 
(Hartog & Belschal, 2012). This is the reason that Machiavellians may strive to uphold the 
expressed or public identity as a highly ethical leader even when this is not necessarily in line 
with their own beliefs and identities (Hartog & Belschal, 2012). The next question that can be 
asked is since ethical leaders are known to be honest, fair, concerning and possessed of high 
integrity, then how are Machiavellians able to fool the followers in thinking of them as ethical 
leaders? The answer is in the characteristic of Machiavellians where they are cunning, 
opportunist and are described as the ones who skilfully exercises strategies to exploit the 
situations and people for their own personal benefit (Fehr, Samsom & Paulhus, 1992). These 
characteristics enable them to stimulate similar motivational processes in their followers as non-
Machiavellians. The followers are completely fooled into believing these Machiavellian leaders 
as ethical and are unable to recognize their act. 
Hypothesis 8: Machiavellians who are power hungry will be attracted to followers who can 
assist them in getting authority. They might sacrifice some of their own personality instincts in 
hiring these good ideal followers who can bring power and success to them. 
3.2 Machiavellianism and Career Development 
Does Machiavellianism have a positive or a negative effect on career development? Karkoulian, 
Samhat & Messara (20 1 0) studied this relationship in detail and elaborated on the results in their 
paper. The objective of their research was to identify the relationship between Machiavellianism 
and the three determinants of career development: career satisfaction, career goals, and career 
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path. Employees ' personalities, values, attitudes, norms, and behaviors affect their interactions 
and performance in the work place (Karkoulian, Sarnhat & Messara, 2010). Therefore, the study 
of the relationship between personality traits and career development is essential. In a study of 
managers working for a large manufacturing firm, a positive relationship between Machiavellian 
orientation, job strain, and formal control was found (Gemmill & Heisler, 1972). Numerous 
studies have also concluded that Machiavellianism is negatively related to job satisfaction and 
positively correlated with job tension (Gemmill & Heisler, 1972). High Machiavellian oriented 
individuals (high Machs) are characterized as charismatic, confident and smooth as well as 
proud, distrustful, and prone to influencing and exploiting others while on the other hand, low 
Machiavellians (low Machs) are characterized as kind, submissive, and socially incompetent. 
Machiavellians are adaptive to any given situation; they use whatever method is needed to 
achieve their goals. However, low Machs are expected to limit their selection of tactics to those 
that meet their rigid moral standards (Grams & Rogers, 1989). The study concluded that high 
Machiavellianism improves individual ' s career development and low Machiavellianism impedes 
individuals' career development. People with high Machiavellianism had a positive relationship 
with career goals and career path, i.e., the higher the Machiavellian orientation, the clearer the 
career path, and the faster the career goals can be reached (Karkoulian, Samhat & Messara, 
201 0). On the other hand, low Machiavellian-oriented individuals are less manipulative and, 
more easily persuaded than high Machiavellians (Robbins & Judge, 2007), which will cause their 
career to suffer. Karkoulian, Sarnhat & Messara (20 1 0) infer that "although Machiavellians 
disregard ethical behavior and believe "ends justify the means", they flourish in situations that 
are less structured. 
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3.3 Machiavellianism and Relation to other Personality Traits 
Several studies have been done on the relationship between dogmatism or authoritarianism and 
Machiavellianism. Researchers including Christie (1970), Kline & Cooper (1983), and Cooper, 
Kline & May (1986), failed to fmd any significant relation between Machiavellianism and 
authoritarianism (Fehr, Samsom & Paulhus, 1992). No significant correlation was found between 
Machiavellianism and self-monitoring through studies by Reidhead & Patterson ( 1986), Snyder 
(1974) and Barnes and Ickes (1979) . This result was contradictory to the initial assumption 
where a positive relation between Machiavellianism and self-monitoring was expected. The 
reason behind the contradiction in the results was due to the fact that Machiavellianism was 
associated with a focus on self during social interactions, whereas self-monitoring was associated 
with a focus on the interaction partner (Fehr, Samsom & Paulhus, 1992). A moderate to high 
positive relationship between Machiavellianism and anxiety is determined by Heinman (1953), 
Jones, Nickel & Schmidt (1979) and Nigro & Galli (1985). A strong relationship between 
Machiavellianism and psychopathy has been established through studies done by Ray & Ray 
(1982) and Skinner (1982). High Machiavellians also endorsed the use of ingratiation tactics 
more than persons low in Machiavellianism in both the competitive and noncompetitive 
conditions (Pandey & Rastogi, 1979). In terms of relationship between Machiavellianism and 
leadership, it was observed that high Machiavellian leaders gave more orders, initiated more 
group interactions, got engaged in significantly less tension-reducing behavior in a group and 
were less caught up in arguments and suggestions than the low Machs (Fehr, Samsom & 
Paulhus, 1992). Also, high Machiavellians leaders were noted to be more flexible in responding 
to the situational demands of the task, as compared to the low Machiavellians who remained 
relatively invariant (Fehr, Samsom & Paulhus, 1992). 
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Hypothesis 9: Leaders who are high on Machiavellianism will prefer followers who blindly 
follow their orders without any questions or suggestions. 
3.4 Machiavellianism, Deception & Goal Orientation 
Another study on Machiavellianism suggested that Machiavellian philosophy is multifaceted and 
is composed of three factors : maintaining power, management practices and manipulativeness 
(Kessler et.al. 2010). Lee & Ashton (2005) also determined through their study that 
Machiavellianism was negatively related to agreeableness and conscientiousness. A study by 
Grams & Rogers (2009) on the relationship between Machiavellianism and influence tactics 
confirmed that people high in Machiavellianism used more non-rational than rational tactics and 
preferred the use of indirect rather than direct tactics. The most frequently used tactic by people 
high in Machiavellianism was deception. These people also used emotions (e.g., friendliness, 
flattery) to plant their own ideas in the minds of their targets. Another fmding from this research 
depicted that high Machs used the asocial tactic of evasion suggesting that their philosophy is not 
simply to win at any cost but to succeed while actively interacting with people (Grams & Rogers, 
1989). Also, the findings confirmed that high Machs are more flexible than other personality 
types because they are goal oriented and will change and do whatever it takes to succeed. By 
comparison, low Machs preferred to influence their target with logic and simple statements of 
their requests (Grams & Rogers, 1989). 
Hypothesis 10: Machiavellian leaders who have a very high manipulation characteristic would 
be negatively correlated to ideal followers who have high self-confidence. 
3.5 Machiavellianism and Job Related Issues 
Another important issue which needs to be assessed is how do Machiavellians act or behave at 
the workplace? Gemmill & Heisler (1972) studied the relationship between Machiavellianism 
33 
and several job-related issues, i.e., job satisfaction, job strain, positional mobility and perceived 
opportunity for formal control among managers in a large manufacturing firm. Based on 
characteristics of Machiavellians, manipulativeness, persuasiveness and selfishness towards their 
own careers, this study puts these traits to test in a practical work environment. The fmdings 
from this study indicates that Machiavellian orientation is positively associated with job strain 
and perceived opportunity for formal control; is negatively associated with job satisfaction and 
not significantly associated with upward mobility (Gemmill & Heisler, 1972). Gemmill & 
Heisler, (1972) explains that for the greater reported job strain and lower reported job 
satisfaction among managers with greater Machiavellian orientations, the causes can be: 
1. Perceptual differences resulting from their cynical view of human nature; 
2. The translation of the belief that people in general are manipulatable into unsuccessful 
manipulative attempts at improving their environment; 
3. Their placement in situations which objectively contain more stress; and, 
4. Employment within an organization whose environment does not afford the opportunity 
for Machiavellianism to be salient. 
3.6 Machiavellianism and Overconfidence 
Based on the definition of Machiavellianism and other characteristics depicted above, it can be 
perceived that overconfidence is a part of this personality trait. Jain and Bearden researched this 
relationship between Machiavellianism and overconfidence in detail. Overconfidence has been 
shown as one of the personality traits ofNarcissists (Campbell et al. , 2002). Also, people with 
Narcissistic personalities have been found to rate themselves as more intelligent than the average 
person (Campbell, Rudich, & Sedikides, 2002). However, since Narcissism is positively 
correlated with Machiavellianism (Paulhus & Williams, 2001), Jain and Bearden tried to 
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discover if overconfidence is actually directly related to Machiavellianism. One of the most 
robust biases in decision making is overconfidence (Moore & Healy, 2008); it refers to the 
tendency to overestimate one's performance, skill, knowledge and judgment (Jain & Bearden 
2011). Another manifestation of overconfidence is poor calibration: people tend to overestimate 
the precision of their knowledge and decisions are based on the direction of overconfidence (Jain 
& Bearden, 2011 ). The study was done in a very practical and simplistic way. Participants were 
invited to take part in a real-world prediction task: forecasting the outcomes of the 2010 FIF A 
World Cup. In studies 1 and 2, participants gave probabilistic forecasts for the outcomes of the 
tournament, completed a measure of Machiavellianism, and also estimated their relative 
performance (Jain & Bearden 2011). Over-confidence was referred to as a "cognitive conceit" 
(Block and Harper 1991). So in brief, overconfidence is considered a very bad trait in a person 
associated with leadership, management or any other decision making role. This study 
determined that, Machiavellians tended to use probabilities that deviated more extremely from 
the base-rates and secondly expected that they would outperform others to a greater extent than 
non-Machiavellians. However, based on the results, they actually performed worse. Hence, this 
shows that they were more overconfident to be right about their decisions than non-
Machiavellians (Jain & Bearden 2011). 
Test Hypothesis 7: Due to so many similarities in Narcissism and Machiavellianism, they are 
both inter-dependent and co-exist. 
3. 7 Machiavellianism and Ingratiation 
Ingratiation is motivated behavior directed toward the goal of eliciting increased attraction from 
the other person to obtain a specific benefit (Jones, 1964). Pandey & Rastogi (1979) looked into 
the relationship between Machiavellianism and ingratiation. The study was conducted on thirty-
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two male undergraduate students at Indian Institute of Technology, Kanpur. The study consisted 
of two levels of Machiavellianism (high/low) and two levels of situational factors involving 
competitive/noncompetitive hypothetical job interview conditions. The results from this study 
clearly supported the role of Machiavellianism in the adoption of ingratiating behaviors in a 
hypothetical situation (Pandey & Rastogi, 1979). Those who were high on Machiavellianism 
scale showed significantly more liking for praising and agreeing with the target persons in 
comparison to those who were low on Machiavellianism scale (Pandey & Rastogi, 1979). 
3.8 Machiavellianism and Opportunism 
Opportunism is the attempt to promote personal interests by means of deceit, lying, and 
treachery; in short, by manipulation of information (Williamson, 1985). Looking at the 
characteristics of opportunism, they almost completely relate themselves to Machiavellianism. 
Salaki, Richardson & Thepaut (2007) looked into these characteristics and studied the 
relationship between Machiavellianism and economic opportunism. Machiavellianism could be 
regarded as a sociopolitical strategy of defection, and opportunism as the economic strategy of 
defection (Sakalaki, Richardson & Thepaut, 2007). In some ways, Machiavellianism anticipates 
the concept of opportunism (Williamson, 1985). A common feature of Machiavellianism and 
opportunism is that they both rely on deceit and the manipulation of information, rather than on 
coercion, provocation, or brute force (Thepaut, 2002). The study concluded that 
Machiavellianism is positively correlated with economic opportunism. In situations of 
asymmetric information where Machiavellians had the advantage, they adopted more 
opportunistic strategies, showing the greatest inclination to maximize their own profit. Also, the 
study determined that high Machs showed less trust in potential economic partners, whom they 
regarded as untrustworthy maximizers (Sakalaki, Richardson & Thepaut, 2007). This positive 
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correlation shows that Machiavellianism and opportunism are very closely related to each other 
practically and theoretically. 
3.9 Machiavellianism and Leadership 
Machiavellianism is considered as one of the three "dark" personality traits ofleadership. 
Numerous authors have elaborated on this relationship and tried to assess explore its 
consequences. The study by Drory & Gluskinos ( 1980) focused on the relevance of 
Machiavellianism as a personality style for leadership behavior. Earlier studies have also made 
comments about the relevant relationship between Machiavellianism and leadership. Geis, 
Krupat & Berger (1965) found that in an experimental situation involving group discussions, 
high Machs were rated significantly higher than low Machs on task performance, amount of 
leadership displayed, and contribution to group progress, but lower on stoichiometric position. In 
another study high Machs were chosen-significantly more often for a leadership position than the 
low Machs, and the chosen high Mach leaders led their groups to a higher level of group 
performance (Geis, 1968). However, in a group situation requiring the members to establish an 
efficient communication network to solve their problem, the high Mach members failed to 
become key persons in the communication network and made significantly fewer organizational 
suggestions (Oksenberg, 1968). The study by Drory & Gluskinos (1980), tried to research these 
claims by doing a controlled practical analysis on groups of people to get the true answer. To 
control the variables, the concept and operational definitions of situational favorability as used 
by Fiedler (1967) were adopted to study the effect of this moderating variable on the relationship 
between Machiavellianism and leadership behavior (Drory & Gluskinos, 1980). The 
experimental design assigned 14 high Machiavellians and 14 low Machiavellians as leaders of 
task groups who constructed toy cube bridges under either a favorable or an unfavorable 
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situation. Specifically, a favorable and an unfavorable situation were each created by varying the 
degree of task structure and the leader's power (Drory & G luskinos, 1980). This study concluded 
that high Mach leaders gave more orders and were less involved in reducing tension. They were 
also less directive and requested more assistance when the situation was unfavorable, whereas 
the low Mach ' s behavior across situations remained unchanged (Drory & Gluskinos, 1980). This 
concludes that high Machs can be good leaders in a very structured environment and where 
things are going smoothly but may not prove to be very good leaders when things go wrong. This 
also raises the next question of which Machiavellians prefer as their followers or what 
characteristics do they prefer their followers to possess? This is the research which will be done 
for this study. 
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4.0 Psychopathy 
Psychopathy is known as a mental disorder in which an individual manifests amoral and 
antisocial behavior, lack of ability to love or establish meaningful personal relationships, extreme 
egocentricity, failure to learn from experience, etc. (Dictionary definition). Around 1% of human 
beings are psychopaths who do not have the range of emotions and feelings normal people do 
(Ronson, 2011). Psychopaths are morally depraved individuals who represent the "monsters" in 
our society. They are unstoppable and untreatable predators whose violence is planned, 
purposeful and emotionless. People with psychopathic personality traits have no feeling for 
others and are antisocial, irresponsible and dishonest (Neumann & Hare, 2008). Their 
emotionlessness reflects a detached, fearless, and possibly dissociated state, revealing a low-state 
autonomic nervous system and lack of anxiety (Koenigsmann, 2009). Psychopaths are seen 
everywhere in our life as there are so many of them and they exist in all positions i.e. managers, 
leaders, politicians, friends, etc. Interestingly in recent studies, psychopathy is not considered a 
barrier to career success as Neumann and Hare found that as many as 6% of supervisors and 
managers, including senior managers exhibit psychopathic behaviors (Neumann & Hare, 2008). 
So, in-spite of possessing one of the three main dark personality traits and with many negatives, 
psychopaths exists in leadership roles as well. They tend to operate with a grandiose demeanor, 
an attitude of entitlement, an insatiable appetite, and a tendency toward sadism (Koenigsmann, 
2009). In theory, psychopathy refers to a pattern of callousness, remorselessness manipulation 
and exploitation of others, and has been investigated as a psychological cause of antisocial and 
criminal behaviors (Hare, 1991 ). Ronson (2011) categorizes a psychopath as a chemically 
unbalanced individual who feels no empathy, remorse or guilt, and has a grandiose sense of self-
worth. They hide behind excellent mimicking skills and are manipulative. In the corporate world, 
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a psychopath's only objective is to ascend through an organization to a position of greater power, 
authority and reward (Andrews & Furniss, 2009). 
Hypothesis 11: Corporate psychopaths whose only ambition is to succeed in the organization 
and get greater power, authority and reward will prefer followers who possess ideal 
followership qualities, including being self-starters, ambitious and hard working. 
4.1 Subtypes of Psychopathy 
As noted in the various definitions, psychopaths are manipulative, antisocial and egoistic. Also, 
most psychopaths are very arrogant and cocky. However, when charming a potential victim, they 
say all the "right" things and make you believe they are kind-hearted souls; not always, but often 
enough. The truth is, psychopaths are not altruistic and do not really care about friendships or 
ties (Koenigsmann, 2009). Looking at all the characteristics, they seem very closely related to 
Machiavellianism as depicted in the last section of this paper. The conceptual similarity between 
Machiavellianism and psychopathy is borne out empirically in studies examining them 
simultaneously because measures of the two constructs are positively correlated (Hare, 1991). 
Psychopathy is divided into several different subtypes by researchers to differentiate its extent 
and characteristics. Lykken (1995) subdivided psychopathy into two parts i.e. primary and 
secondary psychopathy. Per Lykken (1995), primary psychopaths are those whose antisocial 
behaviors are motivated by the core of dispositions associated with psychopathy (i.e., shallow 
affect, callousness, glibness). ln contrast, secondary psychopaths are similar to primary 
psychopaths at a behavioral level, but their antisocial actions are motivated by different 
dispositions (e.g. , neurotic conflict, bipolar affective disorder) (Lykken, 1995). Blackburn & 
Lee-Evans (1985) differentiate primary and secondary psychopaths based on anxiety; whereas 
primary psychopaths tend to be relatively anxiety free, the secondary psychopaths have high 
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anxiety and emotional disturbance. Koenigsmann (2009) subdivides psychopaths into four 
different sub types. In her view, primary psychopaths do not respond to punishment, 
apprehension, stress, or disapproval. They seem to be able to inhibit their antisocial impulses 
most of the time, not because of conscience, but because it suits their purpose at the time 
(Koenigsmann, 2009). As for secondary psychopaths, she propose that they are risk-takers, but 
are also more likely to be stress-reactive, worriers, and guilt-prone. They expose themselves to 
more stress than the average person, but they are as vulnerable to stress as the average person 
(Koenigsmann, 2009). As for the third type, she terms it as "distempered psychopaths" and 
associates this class as sexually obsessed people. She describes them as the kind of people who 
seem to fly into a rage or frenzy more easily and more often than other subtypes. They are also 
usually men with incredibly strong sex drives, capable of astonishing feats of sexual energy, and 
seemingly obsessed by sexual urges during a large part of their waking lives (Koenigsmann, 
2009). The last type is associated with charismatic people who are pathological liars. These 
people as the ones who are gifted at some talent or another, and they use it to their advantage in 
manipulating others. They are usually fast-talkers, and possess an almost demonic ability to 
persuade others out of everything they own, even their lives (Koenigsmann, 2009). This 
segregation of psychopathy into subtypes helps to correctly associate psychopaths based on their 
characteristics. It gives the term psychopathy more diversification and enables subtypes to be 
used in a more precise classification. 
Test Hypothesis 8: People who possess psychopathic personalities are very selfish and can go to 
any limits to satisfy their own ambition. So, extreme selfishness is a big characteristic of 
psychopathy. 
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4.2 Why and how do Psychopaths Prosper? 
The characteristics of psychopathy show how detrimental it can be to society and raise the 
question about how these psychopaths survive and then even prosper in this super competitive 
society. Per Neuman & Hare (2008), 6% of supervisors and managers, including senior managers 
possess psychopathic behavior. It is astonishing how so many of them reach this position and are 
not noticed before. The answer lies in the deceptive and duplicitous personality of these 
Psychopaths who can go to any extent to reach their goal. Ronson (20 11) states that psychopaths, 
unlike those with other mental illness, can integrate into society and can convince people that 
they are sane. Morse (2009) stated that these psychopaths are like chameleons that are very hard 
to spot. They have a cunning ability to act perfectly normally and indeed to be utterly charming; 
as they wreak havoc on the lives of the people around them and the companies they inhabit 
(Morse, 2009). This act of conveying sanity to other people demonstrates their deceptive 
personality. As for the first reason, Morse recognizes that a psychopath' s charismatic 
characteristic i.e. their polish, charm, cool decisiveness, and fondness for the fast lane are easily, 
and often, mistaken for leadership qualities, which may enable them to be singled out for 
promotion. But along with their charisma come the traits that make psychopaths so destructive: 
they're cunning, manipulative, untrustworthy, unethical, parasitic, and remorseless. There's 
nothing they won't do, and no one they won't exploit, to get what they want (Morse, 2009). 
Babiak & Hare (2006) illustrate four different possible reasons for how these psychopaths enter 
our society and even get hired for the management roles in-spite of their dark personality traits. 
The first reason which is almost similar to the one given by Morse (2009), states that 
psychopaths possess some personality traits which might be mistaken for talents that seem 
attractive in job applicants, and contributes to their success at being hired. These talents include 
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being charming and being able to talk their way past even the most seasoned interviewers as they 
are skilled at social manipulation and the job interview is a perfect place to apply their talents. 
Secondly, some companies quite innocently recruit individuals with psychopathic tendencies 
because some hiring managers may mistakenly attribute " leadership" labels to what are, in 
actuality psychopathic behaviors (Babiak & Hare, 2006). Thirdly, the changing nature of 
business itself is also a contributing factor to the increase in psychopathic persons being hired. 
Speed and innovation took precedence over labor rights and morals which helped psychopaths in 
the workplace. Egocentricity, callousness and insensitivity have suddenly become acceptable 
tradeoffs in order to get the talents and skill needed to survive in an accelerated, dispassionate 
business world (Babiak & Hare, 2006). Fourthly, psychopathic individuals, known for ignoring 
rules and regulation, coupled with talent for conning and manipulation, found these new, more 
flexible organizations structures inviting for their personalities. They molded their instincts 
initially to get themselves into these companies and then prospered in the ranks using the 
flexibility given by the institutions for their one and only motive to succeed. 
4.3 Corporate Psychopaths 
Since the topic of the paper is related to leaders in corporate world, the next topic of interest is -
what effect psychopaths have specifically on the corporate organizations? Examining the 
characteristics of psychopaths, where they are power hungry, have an attitude of entitlement & 
insatiable appetite and want to be on the top at any cost; the corporate world seems to be a 
perfect environment for them to prosper and satisfy their urges. Babiak & Hare (2006) believe 
that psychopaths are increasingly common in business because they're attracted to the fast-paced, 
transitional organizations that can offer high potential for rewards, a stimulating environment 
and cover for their dubious actions. These characteristics are easily available in fast paced, 
43 
hypercompetitive corporate workplaces. Corporate organizations can provide them with 
leadership, power and control to quench their urge for authority. In this corporate world, they are 
called "corporate psychopaths" who are not prone to outbursts of impulsive or violent behavior 
and who therefore live relatively undetected and prosper in these corporations (Babiak, 1995; 
Levenson et al. , 1995; Cooke et al. , 2004; Board and Fritzon, 2005). Ketola (2006) suggested 
that the types of institutional behavior that a corporation managed by psychopaths could indulge 
in would include: unfeeling and hard treatment of employees, abrupt terminations of 
employment, unhealthy and environmentally damaging business practices, dangerous and 
unhealthy working conditions, and the breaking of human rights conventions and laws of 
employment. In other research, corporate psychopaths have empirically been shown to create a 
toxic workplace environment typified by conflict, bullying, increased workload, low job 
satisfaction and higher than necessary organizational constraints (Boddy, Ladyshewsky & Galvin 
2010). 
Hypothesis 12: Psychopaths who are selfish, self-centered and who don't care about anyone 
but themselves are negatively correlated to ethical, hardworking, independent and confident 
followers. 
Hypothesis 13: Psychopaths who are excessively indecisive and accuse others for any failure 
are negatively correlated to strong followers who are ambitious and hard workers. 
4.4 Psychopathy and Bullying 
Literature about psychopathy relates itself very closely to the term "bullying", which is defined 
as "use of superior strength or influence to intimidate (someone), typically to force him or her to 
do what one wants" (Oxford Dictionary, 2014). In the corporate world, bullying is defmed as the 
repeated unethical and unfavorable treatment of one person by another in the workplace (Boody, 
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2010). This includes behavior designed to belittle others via humiliation, sarcasm, rudeness, 
overworking an employee, threats, and violence (Dierickx, 2004; Djurkovic et al., 2004). 
Bullying can also take the form of name calling, sexual harassment, making the victim a 
scapegoat, and applying undue work pressure (Harvey et al., 2007). These characteristics are in-
line with some of the previously discussed attributes discussed of psychopaths. For example, the 
traits ofNarcissism, which include a lack of self-regulation, a lack of remorse, and a lack of 
conscience have been identified as those displayed by bullies. These traits are shared with 
psychopathy indicating that there is some theoretical cross-over between bullies and psychopaths 
(Harvey et al., 2007). Boody (20 I 0) illustrates that the presence of corporate psychopaths is 
strongly associated with the existence of bullying, and that bullying is greater in their presence. 
He also states that "26% of bullying is accounted for by 1% of the employee population, those 
who are corporate psychopaths" (Boody, 2010). The study determined that employee ratings of 
supervisors and interest in employee's feelings will be lower in the presence of managers who 
are corporate psychopaths. In addition, bullying is often found in workplaces which are 
disorganized, chaotic, and poorly managed (Sidle, 2009). This scenario is most suited for 
psychopaths to succeed. As other researchers weigh in on this relationship, they state that 
bullying is also used by corporate psychopaths as a tactic to humiliate, confuse and disorientate 
those who may be a threat to the activities of the corporate psychopath (Clarke, 2005). This 
research did not conclude that every psychopath is a bully or vice versa, but showed that there is 
more probability of having a bullying environment or a bully in the corporate world where 
psychopaths exist. Babiak & Hare (2006) stated that, bullies who are also psychopathic are 
particularly dangerous because they have a total lack of concern for other people 's welfare and 
rights. 
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4.5 Psychopathy and Leadership 
As illustrated earlier in this paper, psychopaths can delude hiring managers to enter an 
organization due to their charisma and manipulative personality. As this research is related to 
leadership, the next question that arises is: how far do these psychopaths progress in an 
organization and what aids their progress in this environment? Psychopathy, as depicted earlier 
in the introduction, is not considered as a barrier to career success, as Neumann and Hare found 
that as many as 6% of supervisors and managers, including senior managers possess 
psychopathic behavior (Neumann & Hare, 2008). As time progresses and their real personality 
traits are revealed to other colleagues and managers, does a psychopath's career keep 
progressing, or does it plateau or wane? Boddy, Ladyshewsky & Galvin (20 1 0) revealed some 
interesting results. Firstly, psychopaths get hired because they appear to be alert, friendly and 
easy to get along with and talk to. They look like they are of good ability, emotionally well-
adjusted and reasonable, and these traits make them attractive to those in charge of hiring staff 
within organizations (Boddy, Ladyshewsky & Galvin, 201 0). They present themselves as calm 
and poised and look totally reliable, which makes their promises for the future look trustworthy 
and candid (Cleckley, 1988). The next stage becomes surviving in an organization where 
corporate psychopaths can reportedly survive for a long time (Loizos, 2005) before being 
discovered during which time they can establish defenses for themselves to protect their 
positions (Boddy, Ladyshewsky & Galvin, 201 0). These defenses include using certain 
individuals to protect them, or creating enough negative evidence against whistleblowers and 
using it appropriately when needed. As for the next step of progressing, once corporate 
psychopaths are inside an organization they go about strategically and methodically planning 
their rise to the top (Gettler, 2003). Their polished and unemotional decisiveness can make them 
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look like they may be ideal leaders (McCormick and Burch, 2005). Once in organizations, 
psychopaths identify a potential support network of patrons who can help them ascend to senior 
levels (Boddy, Ladyshewsky & Galvin, 2010). This shows that psychopaths don' tjust stop once 
they enter an organization but continually advance their career using their manipulative 
techniques. "corporate psychopaths then manipulate their way up the corporate ladder, using 
pawns and shedding patrons as these people become superseded and no longer needed" (Boddy, 
Ladyshewsky & Galvin, 201 0). Some researchers even propose that psychopaths are 
comparatively more equipped than non-psychopaths for promotion as they are ruthless, 
unemotional and without empathy (Chapman et al. , 2003 ; Maibom, 2005). This shows how 
unethical and money minded the top level management has become as these negative traits are 
given preference over ethical employees. This fact is very concerning as this is the reason 
psychopaths keep progressing in the corporate world and are polluting our society. Boody (2009) 
depicted the distribution of psychopaths in a pyramid where he showed that more psychopaths 
are present in senior management level than lower management. 
Figure 1: Estimated Incidences of Corporate Psychopaths in Organizations (Boddy, 2009) 
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Boddy, Ladyshewsky & Galvin (20 1 0) came to a similar conclusion in their research. They 
stated that corporate psychopaths are more commonly experienced at senior levels of an 
organization than at more junior levels. This conclusion is very surprising and concerning as the 
presence of these psychopaths at senior management will integrate destructive environments and 
policies into the entire system. These psychopaths will not allow efficient use of resources 
(including personnel) which can lead to serious downfall of an organization. Goldman (2006) 
points out that it only takes one bad leader to bring down an organization and uses this as an 
argument for the necessity of research into dysfunctional leaders being carried out. The rise of 
people with negative personality traits is a serious threat and this research will assist people in 
understanding them more and prevent their further expansion into the management. 
4.6 How can these Psychopaths be Detected and Stopped? 
At the end, after learning about all the characteristics of a psychopath, what can be done to 
contain or prevent them from reaching high positions at work? This containment is essential 
because the possession of greater power (by promoting psychopaths) may actually feed their 
grandiose sense of self-esteem, leading them to take little heed of criticism and commit the 
business to risky or unwise ventures (Andrews & Furniss, 2009). Goldman (2006) points out that 
it only takes one bad leader to bring down an entire organization. Hare (1991) believes many of 
the negative features of capitalism are caused by a handful of powerful psychopaths distorting 
everything. This argument signifies the importance of looking into ways to prevent psychopaths 
from entering a well settled organization as a single psychopath can wreck an entire 
organization. The first step that can be taken is that all people considered for promotion should 
have to do some kind of psychopathy test. This could give the hiring or promoting manager some 
indication if the person possesses any kind of psychopathic behavior. But, as psychopaths are 
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very smart and sneaky, if they know about these tests they can manipulate their answers which 
can lead to unreliable results. Morse (2009) recommends number of ways in which the spread of 
psychopaths in an organization can be prevented. First, make it easy for rank-and-file workers to 
express concerns about colleagues by having an ombudsman or an anonymous tip line (Morse, 
2009). This will help as psychopaths can act very sweet and hard working in front of the 
managers while showing their real colors in front of the other employees. These employees, if 
given the opportunity to call or express their thoughts confidentially, can identify these 
psychopaths at work. Secondly, personal opinions and impressions of your high-potential 
employees should be thoroughly cross-checked with colleagues who know them well (Morse, 
2009). This will enable the true personality of the candidate from his co-worker' s perspective to 
be known by the hiring manager. Finally, the top management needs to be more self-aware of 
these psychopaths. Leaders are famously conscious of their strengths but often clueless about 
their vulnerabilities. "A psychopath will manipulate by exploiting personal weaknesses" (Morse, 
2009). This is a very important point as psychopaths are known to take advantage of another 
person's weakness and exploit it for their own advantage. Leaders and managers should be very 
aware of their weaknesses and recognize individuals preying on them. 
Test Hypothesis 9: Leaders who possess characteristics of being emotional, considerate, honest, 
trustworthy and farsighted should be negatively correlated to leaders who possess Narcissism, 
Machiavellianism and psychopathy. 
Test Hypothesis 10: Leaders who possess characteristics of being emotional, considerate, 
honest, trustworthy and farsighted should have a positive correlation to age as compared to 
leaders possessing Narcissistic, Machiavellian and psychopathic personalities. 
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5.0 Leadership and Followership Relationship 
The relationship between a leader and a follower is very much dependent on how compatible 
they both are. This compatibility and, hence, the close relationship gives motivation to both 
which can therefore lead to increased performance and efficiency. This motivation is 
automatically created when a leader gets aligned with a compatible follower and follower ' s self-
concept is in line with the leader. Followers and leaders work together better when they are 
comfortable with each other, and value congruence is one way to achieve common ground 
(Bjugstad et al., 2006). The potential for authentic followership increases gradually when leaders 
effectively model their values, identity, emotions, and goals to their followers (Gardner et al., 
2005). Ehrhart & Klein in 2001 conducted a follower-leadership study to determine the 
relationship between influence and values. The results indicated that followers had different 
responses to the same leader behaviors and followers looked for leaders whose values matched 
their own. Followers who were achievement-oriented and risk takers preferred the charismatic 
leader, as did followers who liked to participate in decision making (Ehrhart & Klein, 2001). On 
another note, followers who valued achievement and structure were the best match for task-
oriented leaders, because those leaders provided stability and security (Ehrhart & Klein, 2001). 
Bjugstad et al. (2006) developed a model which recommended optimum matching between 
followers and leaders. In his model he matched: 
a. Participating leaders to alienated followers; 
b. Selling leaders to conformist followers; 
c. Delegating leaders to exemplary followers ; 
In another study, Bono, Hooper & Y oon (20 12) found positive relationships between follower 
agreeableness, extraversion, and conscientiousness to transformational leadership. Schyns and 
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Sanders (2007) also found positive relationships between follower extraversion, agreeableness, 
and conscientiousness for ratings of transformational leadership. 
Hence, based on this research it can be concluded that followers can be defined in many ways, 
i.e., from an exemplary, star and ideal followers to alienated followers. But, this study 
concentrates more on exemplary, star and ideal followers and repeats what Bjugstad et al. (2006) 
did in his model of connecting matching followers and leaders. 
Hypothesis 14: A leader who possesses the characteristics of being considerate, honest, 
trustworthy and farsighted and who does not possess any of the three negative leadership traits 




The research was conducted by analyzing data collected through an online questionnaire 
completed by people from different backgrounds. Participants used the UNBC survey system for 
the online questionnaire. 
6.1 Participants 
One hundred and eight (108) complete responses were received for this study. Out of these 108 
respondents: 
a. 68 were male and 40 were female. 
b. The age varied from 18 years to 57 years 
Out ofthese 108 participants, 74 responses were from undergraduate and graduate UNBC 
students who received an extra 1% towards their final grade for doing this survey. The 
undergraduate students were from Organizational Behavior class while the graduate students 
were from the MBA program. The remaining 34 responses were obtained from my colleagues 
from work, friends and relatives. The access to the questionnaire was sent through a link in a 
request to participate e-mail to all the participants. This request to participate e-mail included the 
informed consent statement which had to be accepted prior to taking the survey. The informed 
consent statement attached with this e-mail provided all the information about the questionnaire 
and handling of the information provided. There was no personal information on the 
questionnaire submitted. This maintained confidentiality and prevented any obligation or 
compulsion to take the survey. 
6.2 Survey 
The questions in the survey were adapted from questionnaires used to assess the three personality 
traits being studied and from the literature on followership. The questionnaire was based on 
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Likert type scale of 1 to 5 where 1 depicts strong disagreement and 5 portrayed a strong 
agreement to the given phrases. The questionnaire was divided into three separate sections. The 
first section included the demographic questions i.e. age, sex, education level and experience 
level. The questions in the second section were designed to assess the personality of the 
participant, i.e., if the participant possesses Narcissism, Machiavellianism or psychopathy. The 
third section asked questions about the real issue of this research i.e. questions about the 
influence ofNarcissism, Machiavellianism and psychopathy on leader's preferences in followers. 
The questions here asked the participants about their preference of the kinds of characteristics 
they wanted in a follower if they were a leader. The answers were then statistically analyzed to 
generate the conclusion. 
The Narcissism measure questions were adapted from Ames, Rose & Anderson (2005) NPI-16 
measure. This measure had 16 questions in total which were reduced to 9 questions which were 
then used in the questionnaire. The Machiavellianism questions were adapted from Kessler et al. 
(20 1 0) study on Machiavellianism. This measure had 18 Machiavellianism questions which were 
then reduced to 1 0 questions and used in the questionnaire. The followership questions were 
adapted from Robert E. Kelley (1992) study. There were 21 questions in total out of which 11 
were extracted and used in the fmal analysis. The reduction of questions for this study came 
through a factor analysis of data from a previous study by Tallman (2012). As for psychopathy, 
no reduction was used due to unavailability of previous study on psychopathy and all twenty six 
questions were included in the second section to access the psychopathy. These questions were 
extracted from a study by Levenson, Keihl, & Fitzpatrick (1995). 
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6.2 Data Analysis 
In total there were 10 Machiavellianism, 9 Narcissism, 26 psychopathy and 11 followership 
questions in the survey. Factor analysis was used to reduce the questions to a more workable 
number. Variables were created from the factor analysis where the individual variable factor 
loading was above 0.500. These factors were: 
6.2.1 Machiavellianism 
Table 1 - Machiavellianism Rotated Component Matrix 
Component 











Note: First factor (MPerGain- M3, M8, M4 and M5) states that this factor includes 
Machiavellianism questions 3, 8, 4 and 5. 
Table 2- Machiavellianism Variables 
Machiavellianism Grouped Variables Individual Variables 
MachT- Machiavellianism Total M1 - An effective individual builds a 
(Questions 1-1 0) - Machiavellian leaders powerbase of people 
who have the ability to manipulate others to M2 - An person that understands conflict 
achieve their own ends. They believe in will be respected by other people 
achieving goals by any means possible and M3 - One should know how to appear kind 
are not concerned and use it for personal gain 
about the repercussions. M4 - Employees should be watched with an 
"eye of suspicion" because it is natural for 
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people to desire to acquire power 
MS - When seeking revenge, an individual 
should completely defeat a competitor to 
ensure no retaliation 
M6 - It is not important for an individual to 
learn about the mistakes of unsuccessful 
people 
M8- Since most people are weak, a rational 
individual should take advantage of the 
situation to maximize his/her own gain 
M9 - It is not important for a person to 
encourage his/her subordinates' talents 
MlO- It is not important for an individual to 
keep his/her employees content 
-
MPower- Machiavellian use of power Ml - An effective individual builds a 
(Questions 1, 2, 7) - These are powerbase of people 
Machiavellian leaders who possess M2 - An person that understands conflict 
characteristics as being cunning, deceitful, will be respected by other people 
believe in show off. These people will do M7 - A person should take care to always 
anything to create his or her power i.e. they appear to be merciful, upright and humane 
can deceive people, act caring while they 
are not and try to recruit and get people who 
will be able to get them the power they 
need. 
MPerGain - Machiavellian personal gain M3 - One should know how to appear kind 
(Questions 3, 4, 5, 8) - These Machiavellian and use it for personal gain 
leaders are deceitful, have duplicitous M4 - Employees should be watched with an 
behavior, are two-faced, are always "eye of suspicion" because it is natural for 
suspicious of other people, vengeful, people to desire to acquire power 
domineering and self-centered. MS - When seeking revenge, an individual 
should completely defeat a competitor to 
ensure no retaliation 
M8 - Since most people are weak, a rational 
individual should take advantage of the 
situation to maximize his/her own gain 
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MEmp - Machiavellian manipulation of 
employees (Questions 6, 9, 10)- These 
Machiavellian leaders are selfish, arrogant 
and someone one who would not encourage 
employees but would manipulate them for 
their own benefit. 
6.2.2 Narcissism 
M6 - It is not important for an individual to 
learn about the mistakes of unsuccessful 
people 
M9 - It is not important for a person to 
encourage his/her subordinates' talents 
Ml 0 - It is not important for an individual to 
keep his/her employees content 
Narcissism did not create distinct factors so it was not subdivided for any other correlation. For 
followership, all nine questions were considered individually to look deep into the relationship 
between Narcissism and Followership. Narcissism had in total of- 10 factors 
Table 3- Narcissism Variables 
Narcissism Grouped Variables Individual Variables 
NarcT- Narcissism Total (Question 1-10) Nl - I think I am a special person 
- These leaders think they are special, love N2 - I like having authority over people 
power and authority, show-off, think very N3 - I am apt to show off if I get a chance 
highly of themselves and are very N4 - Everyone likes to hear my stories 
demanding. They like being at the center of N5- I expect a great deal from other people 
attention and think they are extra ordinary. N6- I really like to be the center of attention 
N7 - I can make anybody believe anything I 
want them to 
N8 - I am more capable than other people 
N9 - I am an extraordinary person 
NSpecial- Narcissist who think they are Nl - I think I am a special person 
special (Question- 1)- These Narcissist 
leaders think they are special and better than 
everyone else. They are self-centered, 
superficial and think they are exceptional. 
NAuthority- Narcissist who like authority N2- I like having authority over people 
(Question- 2)- Narcissist who like having 
power or authority over other people. They 
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are bossy and commanding. 
NShowoff- Narcissist who like to show-off N3 - I am apt to show off if I get a chance 
(Question- 3)- They think very highly of 
themselves. They will try to show their 
superiority to other people wherever and 
whenever they get a chance. 
NEgotistical- Narcissist who are very N4 - Everyone likes to hear my stories 
egotistical (Question- 4)- They think they 
are the best and everyone around them loves 
to hear and be around them. 
NDemanding- Demanding Narcissists N5- I expect a great deal from other people 
(Question- 5)- These Narcissists leaders 
are very demanding who expect a great deal 
from their followers while not doing much 
themselves. 
NAttention- Narcissists who want N6- I really like to be the center of attention 
attention (Question- 6)- These Narcissists 
leaders want to be at the center of attention 
all the time. 
NCharismatic- Narcissists who believe N7 - I can make anybody believe anything I 
they are charismatic (Question -7)- These want them to 
Narcissist leaders have a wrong 
presumption that they are very charismatic 
and make anyone believe or do anything 
they want to willingly. 
NBetter- Narcissists who believe they are N8 - I am more capable than other people 
better than everyone else (Question- 8)-
These Narcissist leaders believe they are 
better and more capable then everyone else. 
NExtraordinary- Narcissists who believe N9 - I am an extraordinary person 
they are extraordinary (Question- 9)-
These Narcissists believe they are 




Table 4 - Psychopathy Rotated Component Matrix 
Component 



























The factor description is elaborated below. 
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Table 5- Psychopathy Variables 
Psychopathy Grouped Variables Individual Variables 
PsychT - Psychopath total (Question 1-26) - Pl - Success is based on survival of the 
These are leaders who have no feeling for fittest; I am not concerned about the losers. 
others and are antisocial, irresponsible and P2 - For me, what's right is whatever I can 
dishonest. get away with. 
P3 - In today's world, I feel justified in doing 
anything I can get away with to succeed. 
P4 - Main purpose in life is getting as many 
goodies as I can. 
PS - Making a lot of money is my most 
important goal. 
P6 - I let others worry about higher values; 
my main concern is with the bottom line. 
P7 - People who are stupid enough to get 
ripped off usually deserve it. 
P8 - Looking out for myself is my top 
priority. 
P9 - I tell other people what they want to 
hear so that they will do what I want them to 
do. 
PlO- I would be upset if my success came at 
someone else's expense. 
Pll -I often admire a really clever scam. 
P12 - I make a point of trying not to hurt 
others in pursuit of my goals. 
P13 - I enjoy manipulating other people's 
feelings. 
P14 - I feel bad if my words or actions cause 
someone else to feel emotional pain. 
PlS - Even if I were trying very hard to sell 
something, I wouldn't lie about it. 
P16 - Cheating is not justified because it is 
unfair to others. 
P17 - I fmd myself in the same kinds of 
trouble, time after time. 
P18 - I am often bored. 
P19 - I find that I am able to pursue one goal 
for a long time. 
59 
P20 - I don't plan anything very far in 
advance. 
P21 - I quickly lose interest in tasks I start. 
P22 - Most of my problems are due to the 
fact that other people just don't understand 
me. 
P23- Before I do anything, I carefully 
consider the possible consequences. 
P24 - I have been in a lot of shouting 
matches with other people. 
P25 - When I get frustrated, I often "let off 
steam" by blowing my top. 
P26 - Love is overrated. 
PSelfish- Psychopathic leader' s self- Pl - Success is based on survival of the 
centeredness and not caring about anyone fittest; I am not concerned about the losers. 
but themselves (Question 1-9, 11, 13, 24, P2 - For me, what's right is whatever I can 
25, 26)- These are psychopathic leaders get away with. 
who are self-centered and who don 't care P3 - In today's world, I feel justified in doing 
about anyone but themselves. They are anything I can get away with to succeed. 
inconsiderate, selfish, arrogant, self- P4 - Main purpose in life is getting as many 
centered, ruthless, mean and unethical. goodies as I can. 
PS - Making a lot of money is my most 
important goal. 
P6 - I let others worry about higher values; 
my main concern is with the bottom line. 
P7- People who are stupid enough to get 
ripped off usually deserve it. 
P8 - Looking out for myself is my top 
priority. 
P9 - I tell other people what they want to 
hear so that they will do what I want them to 
do. 
Pll - I often admire a really clever scam. 
P13 - I enjoy manipulating other people's 
feelings. 
P24 - I have been in a lot of shouting 
matches with other people. 
P25 - When I get frustrated, I often "let off 
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steam" by blowing my top. 
P26 - Love is overrated. 
Plndecisive - Indecisiveness in psychopaths P17 - I fmd myself in the same kinds of 
(Questions 17, 18, 20, 21 , 22)- trouble, time after time. 
(psychopaths who are excessively P18 - I am often bored. 
Indecisive) - These psychopathic leaders P20 - I don't plan anything very far in 
are pessimistic, tactless, accuse others for advance. 
their own failures and are weak willed. P21 -I quickly lose interest in tasks I start. 
P22 - Most of my problems are due to the 
fact that other people just don't understand 
me. 
Ideal Leader- (Questions 12, 14, 15, 16, P12 - I make a point of trying not to hurt 
19, 23)- Ideal leader is the one who others in pursuit of my goals 
possesses ideologist leadership P14- I feel bad if my words or actions cause 
characteristics which includes a leader who someone else to feel emotional pain. 
is emotional, considerate, honest, P15 - Even if I were trying very hard to sell 
trustworthy and farsighted. something, I wouldn't lie about it. 
P16- Cheating is not justified because it is 
unfair to others. 
P19- I fmd that I am able to pursue one goal 
for a long time. 
P23- Before I do anything, I carefully 
consider the possible consequences. 
6.2.4 Followership 
No sub factors were made for the followership variables. All questions were individually 
assessed as depicted in the table below. 
Table 6- Followership Variables 
Followership Variable Description Individual Variables 
Fl- These followers are self-capable, Fl - I prefer followers that identify which 
forward looking, motivated and self-starters. organizational activities are most critical for 
They don't just wait for the manager to tell achieving the organization ' s goals instead of 
them what they need to do but just get on waiting for what the leader tells them 
with work to make things happen. 
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F2 - These followers are proficient and F2 - I prefer followers that develop a 
achievers. They develop distinctive distinctive competence in critical activities 
competence in critical activities to make so that they are more valuable to the leader 
themselves more valuable to the leader and and the organization 
organization. 
F3 - These followers are dependable, F3 - I prefer followers that give their best 
positive and conscientious. They give best ideas and performance to their work and 
ideas and performance to their organization. organization 
F4- These followers are dependent, loyal F4 - I prefer followers that can be given a 
and trustworthy. They don't need much difficult assignment without the benefit of 
supervision and will meet deadlines with supervision knowing they will meet the 
work performed at the highest quality. deadline with the highest quality work 
FS - These followers are achievers, FS - I prefer followers that take the initiative 
proficient, ambitious, enthusiastic and to seek out and successfully complete 
dynamic. These followers take initiative to assignments that go above and beyond their 
go beyond the call of duty and do above and job 
beyond what is required of them. 
F6 - These followers are helping, achievers, F6 - I prefer followers that contribute at a 
proficient and flexible. They are very good high level on group projects often doing 
team players who contribute a lot more than more than their share 
what is required of them for the betterment 
of the group or team. 
F7 - These followers are self-motivated, F7 - I prefer followers that try to solve the 
confident, independent, possess to-do tough problems rather than look to the leader 
personality and have the work done attitude. to do it for them 
They try to solve tough problems 
themselves rather than giving up in hard 
situations and leaving it up to the leaders to 
solve them. 
F8 - These followers are helping, honest, F8 - I prefer followers that help out co-
team oriented, sincere and hard workers. workers, making them look good, even when 
They good team players who help out co- they do not get any credit 
workers and the whole group just to make 
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them and the group look better rather than 
thinking of any credit to themselves. 
F9 - These followers are ethical, assertive, F9- I prefer followers that say "no" rather 
responsible and with high self-assurity who than "yes" when the leader asks them to do 
would even defy their boss's order for moral something that runs contrary to their 
purposes. They are firm believers in ethics professional or personal beliefs 
and are not afraid of refusing work or 
saying "No" to the leaders if the work is 
against their personal believes. 
FlO- These followers are ethical, assertive, FlO- I prefer followers that act on their own 
independent and self- assured. These ethical standards rather than the leader' s or 
followers act on their own ethical standards the group ' s standards 
rather than the leader's believes. 
Fll - These followers are assertive, highly Fll - I prefer followers that assert their own 
confident, aggressive and who think that views on important issues, even though it 
their own views are sometimes better than might mean conflict with their group or 
the boss's views. Not very good team leader 
workers or followers, non-flexible and are 
fussy. These are very assertive followers 
who will assert their own views on 
important issues, even though it might mean 
conflict with their group or leader. 
6.3 Reliability Analysis 
Cronbach ' s Alpha Reliability analysis was run to determine the reliability in combining the 
variables to form new variables as stated in the previous section. Anything above . 70 is 
considered good, .60 to .69 is acceptable to marginal. The Cronbach ' s Alpha Reliability analyses 
for whole and grouped variables are shown in Table 7 below. 
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Table 7 - Cronbach Alpha Reliabilities 
Whole and grouped variables Cronbach Comment 
Alpha 
Machiavellianism 
1 Machi (from Machiavellianism variable group- 0.634 More than 0.600; 
Questions 1-1 0) Marginally 
acceptable 
2 MPower- Machiavellianism use of power (Questions 0.618 More than 0.600; 
1,2,7) Marginally 
acceptable 
3 MPerGain - Machiavellianism personal gain 0.727 Good 
(Questions 3,4,5,8) 
4 MEmp - Machiavellianism manipulation of 0.618 More than 0.600; 
employees (Questions 6,9,10) Marginally 
acceptable 
Narcissism 
5 Narc (from Narcissism group- Questions 1-9) 0.816 Good 
Psychopathy 
6 PhychT (from psychopathy group- Questions 1-26) 0.740 Good 
7 PSelfish - Psychopath's self-centeredness and not 0.872 Good 
caring about anyone but themselves (Question 1-9, 
11 , 13 , 24, 25, 26) 
8 Ideal Leader - Leader with ideal Characteristics 0.702 Good 
(Questions 10, 12, 14, 15, 16, 19, 23) 
9 Plndecisive - Indecisiveness in psychopaths 0.668 More than 0.600; 




The first table (Table 8) depicts the measure and standard deviation of the data- This table 
depicts the mean and standard deviation of the responses. 
Table 8 - Measure and Standard Deviation 
Personality Trait Variables Mean Standard Dev. 
MACH 26.8922 5.30254 
MPerGain 9.4245 3.36352 
MPower 11.4057 1.89122 
MEmp 6.0286 2.84016 
Narc 26.5577 5.91333 
PSychT 65.4021 9.58803 
PSelfish 27.3365 8.44124 
Plndecisive 11.1650 3.41880 
Ideal Leader 26.8544 4.38001 
Follower 1 3.7830 .86194 
Follower 2 3.9808 .77561 
Follower 3 4.3048 .77365 
Follower 4 4.2453 .87081 
Follower 5 4.3333 .76795 
Follower 6 3.9245 .89121 
Follower 7 4.2075 .75235 
Follower 8 4.1308 .89109 
Follower 9 3.9159 1.05617 
Follower 10 3.5327 1.00299 
Follower 11 3.7619 1.06088 
The next three tables i.e. 9, 10 & 11 are for Correlation Results- There three tables depict results 
extracted from the correlation analysis. 
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Table 9- Test Hypothesis Correlation Table- Pearson Correlation Values 








MPerGain -.454 .821 1 
M 
MPower 0.042 .301 0.043 1 
M M M 




























































Note: Only value with ** signify valid correlation i.e. where the S-value is between 0.00 and 
0.05 . 
Table 10- Followership Pearson Correlation Table (Machiavellianism & psychopathy) 
F1 F2 F3 F4 F5 F6 F7 F8 F9 F10 F11 
MACH1 -.119 -.114 -.175 -.124 .047 .076 -.130 -.098 -.062 0.00 -.121 
MPGain -.125 -.105 -.175 .232 
M 











.041 .039 .157 .113 .128 .126 
MEmp .068 .198** -.272 
M 
-.128 -.033 .001 .189** .233 
M 
-.101 -.024 -.148 
M 
PsychT .267 -.042 -.027 -.016 .196** -.079 -.084 .025 -.023 .162 -.058 


































Pindec .146 -.132 -.126 .092 .178 -.023 .034 .105 .118 .145 .039 
Note: Only value with ** signify valid correlation i.e. where the S-value is between 0.00 and 
0.05 
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Table 11- Followership Pearson Correlation Table (Narcissism) 
F1 F2 F3 F4 F5 F6 F7 F8 F9 F10 F11 
N1 .211 - -.143 -.113 -.064 -.012 .116 .053 -.048 .097 .107 .021 
N2 .170** .240 - .244 - .230 - .085 .074 -.115 -.053 -.020 .036 .141 
N3 .183** .019 .196 - -.027 .012 .053 -.073 -.068 -.030 .007 .077 
N4 .112 .096 -.004 -.095 .000 -.079 -.041 -.030 .020 .092 -.122 
N5 -.048 .052 .033 .202 - .003 .168** .063 .123 .012 .088 .154 
N6 .073 -.025 .030 -.026 .029 .036 .005 .080 -.105 -.108 -.075 
N7 -.079 .024 -.047 -.036 -.025 .069 -.046 .044 -.011 -.076 -.101 
N8 -.102 .071 .070 .001 .073 -.064 -.144 -.009 -.014 -.043 -.087 
N9 -.084 -.058 -.007 -.104 .037 -.030 -.117 -.052 .002 .084 .016 




Test Hypothesis 1: Narcissism (Nl to N9) and age variable in the survey were used to test this 
hypothesis. A negative relationship between age and Narcissism (p= -.262, r= 0), 
Machiavellianism (p= -0.466, r= 0) and psychopathy (p= -409, r= 0) was found. The results were 
similar to Stinson et al. (2008) where they stated that "for the total sample, an inverse 
relationship ofNarcissistic personality disorder (NPD) with age was observed; this result 
generalized to both men and women." 
Test Hypothesis 2: The variables ofNarcissism (Nl to N9) and subtype of Machiavellianism 
(Machiavellianism personal gain- variables M3, M4, M5 and M8) were used to test this 
hypothesis. A positive relationship between Narcissism and Machiavellianism personal gain (p= 
0.363, r= 0) was found. The results supported Hotchkiss (2003) where she claims that "The sixth 
sin in Narcissism is described as "exploitation." exploitation means selfish utilization of others 
without regard for their feelings or interest." 
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Test Hypothesis 3: The variables ofNarcissism (Nl to N9) and total psychopathy (Pl to P26) 
were used to test this hypothesis. A positive relationship between Narcissism and psychopathy 
(p= 0.331, r= 0) was found. The results were in line with Hotchkiss (2003) where she states in 
her book that "The first sin is "shamelessness" which comes across as amorality in is Narcissist 
personally. These people exhibit characteristics like being emotionally shallow, thick skinned, 
aloof, and someone who do not care about other people's emotions." 
Test Hypothesis 4: The variables ofNarcissism (N1 to N9) and subtype of Machiavellianism 
(Machiavelli manipulation of employee- variables M6, M9 and M1 0) were used to assess this 
hypothesis. A positive relationship between Narcissism and Machiavellianism manipulation of 
employees (p= 0.202, r= 0.04) was found. The results supported House & Howell (1992) where 
they stated that "Narcissistic charismatics have been characterized as frightening because they 
can be simultaneously charming, manipulative, and cruel." 
Test Hypothesis 5: The variables ofNarcissism (N1 to NlO) and ideal leader characteristics 
(variables P10, P12, P14, P15, P16, P19, and P23) were used to test this hypothesis. A negative 
relationship between Narcissism and Ideal leaders (p= -0.266, r= 0) was found as the Ideal 
leaders are high on integrity and moral values. The results were in line with Hoffman & Helland 
(2008) where they propose that "per the results, supervisor ratings on interpersonal effectiveness 
and integrity were negatively related to Narcissism." 
Test Hypothesis 6: The variables of total Machiavellianism (Ml to MlO) and total psychopathy 
(P 1 to P26) were used to test this hypothesis. A positive relationship between Machiavellianism 
and psychopathy (p= 0.392, r= 0) was found. The results were similar to what Hare (1991) 
proposed where he stated that "The conceptual similarity between Machiavellianism and 
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psychopathy is borne out empirically in studies examining them simultaneously because 
measures of the two constructs are positively correlated." 
Test Hypothesis 7: The variables of total Machiavellianism (Ml to MIO) and Narcissism (Nl to 
N9) were used to test this hypothesis. A positive correlation between Narcissism and 
Machiavellianism (p= 0.390, r= 0) was found. The results supported what Paulhus & Williams 
(200 1) stated in their study that "however, since Narcissism is positively correlated with 
Machiavellianism." 
Test Hypothesis 8: The variables of total psychopathy (Pl to P26) and subtype of psychopathy 
(selfish psychopath- variables Pl to P9, Pll , Pl3, P24, P25 and P26) were used to assess this 
hypothesis. A positive correlation between psychopathy and intensely selfish people (p= 0.832, 
r= 0) was found. The results were in line with Koenigsmann (2009) who states in her study that 
"The last type is associated with charismatic people who are pathological liars. These people are 
the ones who are gifted at some talent or another, and they use it to their advantage in 
manipulating others. They are usually fast-talkers, and possess an almost demonic ability to 
persuade others out of everything they own, even their lives." 
Test Hypothesis 9: This and the next hypothesis were generated to further test the responses. The 
variables ofldealleader characteristics (variables PlO, Pl2, Pl4, Pl5, Pl6, Pl9, and P23), 
Narcissism (Nl to N9), total Machiavellianism (Ml to MlO) and total psychopathy (Pl to P26) 
were used to test this hypothesis. The data depicted predictable result as a negative relationship 
between an Ideal leader and the three dark leadership personality traits i.e. Narcissism (p=-
0.266, r= 0), Machiavellianism (p= -0.347, r=O) and no definite correlation was found for 
psychopathy due to very high r =0.277 (2 tailed significant value) was observed. 
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Test Hypothesis 10: Since negative correlation was observed between the three dark leadership 
personality traits and age, a positive correlation was expected between leaders who do not 
possess these dark personality traits and age. The variables of Ideal leader characteristics 
(variables P10, P12, P14, P15, P16, Pl9, and P23) and age were used to test this hypothesis. A 
positive correlation between age and Ideal leaders (p= 0.295, r= 0) was observed which 
supported the hypothesis and further confirmed the validity of the results. 
Follower Hypotheses: 
Fourteen hypotheses were listed to hypothesize the results for what kind of followers would 
leaders with negative personality traits i.e. Narcissism, Machiavellianism and psychopathy 
prefer. The majority of the hypotheses were supported by the results; the ones not supported are 
also shown with detailed explanation below. 
Hypothesis 1: A variable of a subtype ofNarcissism (Narcissists who think they are special-
variable N1) and followership (F5) were used to test this hypothesis. This first hypothesis was 
generated using reference from Goldberg (2012) who stated that "other common traits of 
narcissistic personality disorder include preoccupation with fantasies that focus on unlimited 
success, power, intelligence and beauty; they believe that they are "special" and "unique", and 
can only be only understood by other special people." The survey results were in line with the 
hypothesis as Narcissist leaders who think they are special and better than everyone else are 
positively correlated to followers who are achievers, proficient, ambitious, enthusiastic and go 
above and beyond what is required of them (p= 0.11, r= 0.031 ). 
Hypothesis 2: A variable of a subtype ofNarcissism (Narcissists who like authority- variable 
N2) and followership (Fl1) were used to test this hypothesis. No correlation was found due to 
high r=0.839 (2 tailed significant value) in the survey results to either refute or agree with the 
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second hypotheses. The hypotheses was created using theory from Hotchkiss (2003), who stated 
that "These Narcissists think they are entitled to being treated better than everyone else because 
they consider themselves smarter, knowledgeable and more captivating than anyone else. Even 
in personal relationships, their self-entitlement means the other person needs to listen to them 
and in contrast they don't have any compulsion to listen to other person's opinion." This 
statement inclines towards the presumption that Narcissist people always consider themselves 
right and would not like when followers retaliate or the ones who would like to asset their own 
views against the leader. 
Hypothesis 3: A variable of a subtype of Narcissism (Narcissists who like authority- variable 
N2) and several followership variables (F3 , F5 & F6) were used to test this hypothesis. A 
positive correlation between Narcissist who like having power or authority over other people and 
followers who possess idealistic qualities like being dependable and positive (p= 0.240, r= 
0.014) proficient, ambitious, enthusiastic and the ones who go beyond the call of duty and do 
above and beyond what is required of them (p= 0.244, 0.230, r= 0.012) good team players (p= 
0.230, r= 0.018) is found. This was in line with Rosenthal & Pittinsky (2006) where they stated 
that "Narcissist leaders are perceived personalized in their vision due to their egotistical 
orientation in which they see themselves superior to others. They focus on maintaining their own 
interest and dominance over others." 
Hypothesis 4: A variable of a subtype ofNarcissism (Narcissists who like to showoff- variable 
N3) and followership (F6) were used to test this hypothesis. A positive relationship between 
Narcissists who think very highly of themselves and wanting success at any cost and team 
oriented followers who contribute a lot more than what is required of them (p= 0.183, r= 0.060) 
is found. This is in line with the theory proposed by Wallace & Baumeister (2002) "Narcissists 
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see themselves as having exceptional abilities, and they have a desire to use their abilities to 
gamer attention and admiration and achieve glory" and Raskin & Terry (1988) "This desire for 
attention has been tied to the exhibitionism aspect of narcissism and inherently leads to bold 
visions for the future. " 
Hypothesis 5: A variable of a subtype ofNarcissism (demanding Narcissists- variable N5) and 
followership (F4) were used to test this hypothesis. The results were in line with the hypothesis 
where a positive correlation was found between the Narcissists leaders who are very demanding 
and expect a great deal from their followers while not doing much themselves and independent, 
loyal and trustworthy followers who don ' t need much supervision (p= 0.202, r= 0.039). The 
results were in line with Bergman, Westerman & Daly (2010) views where they state that "They 
perceive themselves as above the ordinary rules that apply to others and may feel that others 
have no right to criticize them while they freely criticize others." 
Hypothesis 6: A variable of a subtype ofNarcissism (Narcissist who like to showoff- variable 
N3) and offollowership (F9) were used to test this hypothesis. The results showed a similar 
result to what was predicted in the hypothesis. Narcissist leaders who are into showoff and 
illustrate that they are superior to everyone by deceiving them are low on integrity and do not 
prefer followers who are ethical, assertive, responsible and with high self-assurity who would 
even defy their boss's order for moral purposes (p= -0.196, r= 0.044). These results were in line 
with Mumford, Connelly, Helton, Strange, & Osburn (2001) statement that "Narcissism has also 
been found to be negatively related to integrity." 
Hypothesis 7: The variables of a subtype of Machiavellianism (Machiavellian personal gain-
variables M3, M4, M5 and M8) and a variable offollowership (F4) were used to test this 
hypothesis. The survey result was in line with this hypothesis wherein a negative correlation was 
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found between the Machiavellian leaders who are deceitful, have duplicitous behavior, are two-
faced and are always suspicious of other people, and loyal and trustworthy followers who don't 
need much supervision and will meet deadlines with work performed at the highest quality (p= -
0.232, r= 0.018). It's these followers ' characteristic of the ability to work independently with no 
supervision that does not go well for these leaders, as they are always suspicious of their 
followers and want constant supervision on their employees. These results were aligned to those 
of Galli et al. (1986) wherein it states that "Machiavellian people may attempt to control other 
people's lives, yet at the same time feel that they have no control over their own lives." 
Hypothesis 8: The variables of a subtype of Machiavellianism (Machiavellian use of power-
variables Ml, M2 and M7) and offollowership (F3, F4, F5, F6 and F8) were used to test this 
hypothesis. A positive correlation which was in line with the hypothesis was observed. Per 
results Machiavellian leaders who possess characteristics of cunningness, deceitfulness and who 
will do anything to create their power for themselves are positively related to followers who are 
dependable, positive (p= 0.200, r= 0.042) who meet deadlines, perform high quality work (p= 
0.225, r= 0.021). This relationship is in line with the theory in the literature research where 
Hawley (2003) & Wilson et al. (1996) proposed that "Machiavellians are able to deploy both 
pro-social and coercive strategies to further their self-interests and they are able to act in a 
friendly and cooperative manner if they see this behavior as benefiting them." 
Hypothesis 9: The variables oftotal Machiavellianism (Ml to MlO) and a variable of 
followership (F3) were used to test this hypothesis. The results proposed that Machiavellian 
leaders who have the ability to manipulate others to achieve their own ends and get whatever 
they want done are negatively correlated to followers who are dependable, positive and like to 
give their best ideas to the leader (p= -0.175, r= 0.082). This result is in line with the hypothesis 
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that was generated using the statement by Fehr, Samsom & Paulhus (1992) where they proposed 
that "in terms of relationship between Machiavellianism and leadership, it was observed that 
high Machiavellian leaders gave more orders, initiated more group interactions, got engaged in 
significantly less tension reducing behavior in a group and were less caught up in arguments and 
suggestions than the lows." 
Hypothesis 10: The variables of a subtype of Machiavellianism (Machiavellian manipulation of 
employee- variables M6, M9 and MIO) and variables offollowership (F2, F3 , F7 and F8) were 
used to test this hypothesis. This result was also in line with the hypothesis and the theory in the 
literature research in which Grams & Rogers (1989) proposed that "Machiavellians possess 
willingness and ability to manipulate others for their own purpose. The most frequently used 
tactic by people high on Machiavellianism was deception. These people also used emotions (e.g. 
friendliness, flattery) to plant their own ideas in the minds of their targets." The results showed 
that it's their perception that they can plant their own ideas in anyone' s mind which make them 
negatively correlated to followers who are independent, moral (p= -0.198, r= 0.047) self-driven 
and confident (p= -0.189, r= 0.056). 
Hypothesis 11: The variables of total psychopathy (PI to P26) and variables offollowership (Fl 
and F5) were used to test this hypothesis. Psychopathic leaders who have no feeling for others 
and just want to reach their goals prefer followers who are capable, motivated, self-starters (p= 
0.267, r= 0.008) and ambitious (p= 0.196, r= 0.055). This result is in line with the hypothesis and 
theory in which Andrews & Furniss (2009) state that "In the corporate world, a psychopath's 
only objective is to ascend through an organization to a position of greater power, authority and 
reward." 
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Hypothesis 12: The variables of a subtype of psychopathy (selfish psychopaths - variables P 1 to 
P9, Pll, P13, P24, P25 and P26) and variables offollowership (F3, F4, F7, F8, F9 and Fll) were 
used to test this hypothesis. Psychopathic leaders whose main personality trait is inclined 
towards selfishness, arrogance, self-centeredness, ruthlessness and who are unethical, do not 
prefer followers who are confident, independent (p= -224, r= 0.023) honest, team oriented (p= 
0.215, r= 0.028) and the ones with high ethics who would even defy their boss's order for moral 
purposes (p= -0.269, r= 0.006). These leaders are different from the ones shown in the previous 
hypotheses, as these leaders are not too goal-oriented but are selfish, arrogant and unethical. 
They do consider followers personalities before hiring and would not prefer the ones with high 
ethics, morality, confidence etc. This result is in line with the hypothesis and the theory in the 
literature research wherein Ketola (2006) stated that "The types of institutional behavior that a 
corporation managed by psychopaths could indulge in would include: unfeeling and hard 
treatment of employees, abrupt terminations of employment, unhealthy and environmentally 
damaging business practices, dangerous and unhealthy working conditions, and the breaking of 
human rights conventions and laws of employment." 
Hypothesis 13: The variables of a subtype of psychopathy (Indecisive psychopaths- variables 
P1, P17, P18, P20, P21 and P22) and a variable offollowership (F5) were used to test this 
hypothesis. This result was in line with the hypothesis which states that psychopathic leaders, 
who are tactless, accuse others for their own failures and are weak-willed do not prefer followers 
who are achievers, proficient, ambitious, enthusiastic and dynamic. There is a very slight 
correlation due to high r value (p= 0.178, r= 0.073). This is because these leaders are weak-
willed and do not have the confidence to stand up to these highly ambitious and proficient 
workers. The hypotheses used Boddy, Ladyshewsky & Galvin (20 1 0) views wherein they state 
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that "corporate psychopaths have empirically been shown to create a toxic workplace 
environment typified by conflict, bullying, increased workload, low levels of job satisfaction and 
higher than necessary organizational constraints." 
Hypothesis 14: This last hypothesis was generated to create a benchmark for results where an 
Ideal leader who does not possess any of these three negative personality traits was hypothesized 
to prefer all kinds of Ideal followers. The variables ofldealleader characteristics (variables P 10, 
P12, P14, P15, P16, P19, and P23) and all followership variables (F1 to 11) were used to test this 
hypothesis. This hypothesis was supported with one exception, as the Ideal Leader variable was 
positively correlated to 10 of the 11 follower variables who possessed ideal personalities (p= 
0.380, r= 0.0). An Ideal leader who possesses ideologist leadership characteristics, one who is 
emotional, considerate, honest, trustworthy and farsighted, was positively correlated to self-
capable, forward looking, motivated, ethical, loyal and trustworthy followers. The one exception 
was that no correlation was found between an Ideal leader and F6 (These followers are helping, 
achievers, proficient and flexible. They are very good team players who contribute a lot more 
than what is required of them for the betterment of the group or team) (p= 0.090, r=, 0.369). 
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8.0 DISCUSSION 
The results of this study are based on responses from 108 participants to a survey on what kind 
of follower a leader possessing Narcissism, Machiavellianism or psychopathy want. Per the 
literature review, very little research has been done on followership compared to leadership. 
Study on followership has always taken second place to leadership and very little focus has been 
given to relationship between leaders and followers. The results from this study supported the 
majority of the hypotheses listed in the literature study on what kinds of followers are preferred 
by leaders possessing dark personality traits. The quality of the results was verified using "Test 
Hypotheses," which were all supported by the data. The leadership personality variables also had 
an "Ideal leader" variable which was used as a benchmark to assess the results. 
The first follower hypothesis result stated that Narcissistic leaders who think they are special and 
better than everyone else prefer followers who are achievers, proficient, ambitious, enthusiastic 
and go above and beyond what is required of them. This can be explained on the basis that 
Narcissistic people think they can only be understood by these "smart" and "special" people 
since they themselves are smart and intelligent just like these people and could not be understood 
by less smart people. 
The second follower hypothesis result failed to fmd any correlation between the Narcissistic 
people who always consider themselves right and between the followers who retaliate or the ones 
who would like to asset their own views against the leader. This lack of correlation can be 
explained on the basis that Narcissist leaders think they are so strong, smart and self-absorbed 
that they don't even consider that anyone can talk back to them or can retaliate against them. 
This is the reason that they completely defy the fact that there can be an instant where any 
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follower can talk against them. They are oblivious and full of themselves where they seem to not 
even consider this situation. 
The third follower hypothesis result proposed that Narcissists who like having power or 
authority over other people will prefer followers who possess idealistic qualities like being 
dependable, positive, proficient, ambitious and enthusiastic, the ones who go beyond the call of 
duty, do above and beyond what is required of them and are good team players. This can be 
explained on the basis that these Narcissistic leaders prefer these followers because of their own 
self-interest of growing and then maintaining their authority in the organization using these 
idealistic follower's hard work and efforts. 
The fourth follower hypothesis result states that Narcissists who think very highly of themselves 
and want success at any cost will prefer team-oriented followers who contribute a lot more than 
what is required of them. This correlation can be explained using a quote from Raskin & Terry 
(1988): "This desire for attention has been tied to the exhibitionism aspect of Narcissism and 
inherently leads to bold visions for the future." This quote explains that the followers who are 
very hard working and ambitious are preferred by these Narcissistic leaders because of their own 
selfish motives to succeed and grow in the organization. 
The fifth follower hypothesis result states that Narcissist leaders who are very demanding and 
expect a great deal from their followers while not doing much themselves prefer independent, 
loyal and trustworthy followers who don't need much supervision. This can be explained on the 
basis that these leaders don't believe in working themselves but want all the success, so the 




The sixth follower hypothesis states that Narcissist leaders who are into showing off and indicate 
that they are superior to everyone by deceiving them are low on integrity and do not prefer 
followers who are ethical, assertive, responsible and possess high self-assurity who would even 
defy their boss's order for moral purposes. This was a predictive result, as unethical leaders with 
low integrity would not prefer followers who are high on morality and integrity. 
The seventh follower hypothesis result depicted that Machiavellian leaders who are deceitful, 
have duplicitous behavior, are two-faced and are always suspicious of other people do not prefer 
loyal and trustworthy followers who don't need much supervision. It is these followers ability to 
work independently under no supervision and the controlling attitude of these kinds of leaders in 
which they are always suspicious of their followers and want constant supervision over their 
employees give this result. 
The eighth follower hypothesis result states that Machiavellian leaders who possess 
characteristics of cunningness, deceitfulness and who will do anything to create power for 
themselves prefer followers who are dependable, positive and perform high quality work. This 
result is more based on the sub personality trait of gaining power for these Machiavellian leaders. 
These Machiavellian leaders can deploy any strategy that will help them grow. The result is 
based on the fact that to achieve their goals, they will even hire followers whose personality is 
completely opposite to theirs but since they can help them to grow, they might prefer them. 
The ninth follower hypothesis result shows that Machiavellian leaders who have the ability to 
manipulate others to achieve their own ends and get whatever they want, do not prefer followers 
who are dependable, positive and like to give their best ideas to the leader. This can be explained 
on the basis that these followers like to give their own ideas and suggestions to the Machiavellian 
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leaders which these leaders don ' t prefer. These leaders just want others to hear their ideas and 
want no feedback or want to hear their follower 's opinions. 
The tenth follower hypothesis result states that Machiavellian leaders who are masters at 
manipulation of employees don' t prefer followers who are independent, moral, self-driven and 
confident. These Machiavellian leaders feel scared and incapable of planting their own ideas into 
these confident and independent followers. These leaders prefer non-confident, gullible, 
incapable and weak followers who can be manipulated very easily. 
The eleventh hypothesis result states that psychopathic leaders who have no feeling for others but 
just want to reach their goals prefer followers who are capable, motivated, self-starters and who 
are ambitious. This result can be explained on the basis that these psychopathic leaders are so 
self-absorbed and selfish that their only motive is to ascend the corporate ladder in whatever way 
possible. They don ' t seem to worry if the follower ' s personality is aligned or unaligned with 
their own, but they prefer these followers for the simple sake of their own selfish motive to 
succeed on their expense. 
The twelfth hypothesis result states that psychopathic leaders whose main personality trait is 
oriented towards selfishness, arrogance, self-centeredness, ruthlessness and who are unethical, do 
not prefer followers who are confident, independent, honest, team-oriented and the ones with 
high ethics and self-assurity who would even defy their boss's order for moral purposes. This is 
true because these psychopathic leaders do not like followers who can retaliate, are confident or 
have high ambitions. They basically don 't prefer anyone who can go against them and can 
question them on anything. 
The thirteenth hypothesis result states that psychopathic leaders, those who are tactless, accuse 
others for their own failures and are weak willed do not prefer followers who are achievers, 
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proficient, ambitious, enthusiastic and dynamic. This is almost similar to the last result where the 
psychopathic leaders possessed of these kinds of personality traits would not want self-confident 
and strong willed followers. They would rather want weak followers on who they can force their 
will and get away with anything. 
The last hypothesis result states that Ideal leader who possesses ideologist leadership 
characteristics which includes a leader who is emotional, considerate, honest, trustworthy and 
farsighted, will prefer followers who are self-capable, forward looking, motivated, ethical, loyal 
and trustworthy. There was one exception as no correlation was found between an Ideal leader 
and a follower who contributes a lot more than what is required and does all the work for the 
betterment of the group or team. The main reason that can be hypothesized for this exception 
would be that these followers would work more than what was asked from them and would even 
do other people's work for the betterment of the group. An Ideal leader would not want any 
worker to work more than what was asked from him and to be always working harder than other 
workers. There was neither a negative nor positive correlation to this follower characteristic 
which supports the theory that the Ideal leaders are inconclusive on these kinds of followers. 
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8.2 Limitations of this Study 
1. The theory and test hypotheses showed the interrelationship between the three negative 
personality traits i.e. Narcissism, Machiavellianism and psychopathy. This relationship illustrates 
how a leader, who possesses either one of these three negative traits, can possess another one or 
in some cases all three of these dark personality traits. This limitation of cross-possession of 
negative traits inhibited this study to separately distinguish the preferred followers for these three 
individual personality traits. 
2. Majority of the results were only moderately correlated to the hypothesis. The main reasons that 
can be hypothesized for this limitation are: 
a. The study of leadership and their preference to the followers is situational in nature. 
This implies that since the participants in the survey were from very diverse 
backgrounds, i.e., college, school, industry professionals like managers and officers 
etc., they all made their preference based on their present environment conditions. 
The manager in a manufacturing facility might have completely different preferences 
than a university student who has never been exposed to the work environment. 
b. Age and work experience makes a lot of difference in people ' s opinion about the 
preference in the followers. While an experienced Narcissist who had about 40 years 
of experience will answer these followership questions completely differently 
compared to an undergraduate university student who is a Narcissist, they both will 
have completely different opinions about who they will prefer as a follower. An 
experienced Narcissist will take his experience into consideration before making a 
choice, while an undergraduate university Narcissist student will make decisions 
based on his instincts. 
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c. Since there was no major incentive for the participants to complete the survey 
correctly and spend some time on it, there is a possibility that participants just 
randomly chose preferences just to complete the survey. 
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8.1 Future Studies 
As for future studies relating this topic -
I would propose firstly more studies relating to followers. Per statistics provided in the 
study, much less work done has been done on followership as compared to leadership. 
Relating to this study, a future topic can be looking into "Relationship between negative 
leadership personality traits and followership in specific field and age group" and then 
comparing it to other fields to see if there is any difference. The example can be doing a 
survey using participants only from a specific field or situation. This can eliminate the 
situational error in the study. 
Another very good topic that can be used is by doing an inverse study where followers 
who possess these three types of negative personality traits, will give their preferences on 
what kind of leaders will they prefer. 
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9.0 CONCLUSION 
This study was one of the very few studies done in the field of followership. This study 
specifically concentrated on preference of followers by leaders who possess negative leadership 
traits. The results from this study gave an indication of what kind of followers will be preferred 
and what won't by the leaders who possess Narcissism, Machiavellianism or psychopathy. This 
study can be very informative for the followers who can access what the leader' s preferences are 
if they are encountered with a leader who possess one of these three negative personality traits. 
Majority of the hypotheses about the relationship between leadership and followership were 
supported by the data. Per results, majority of the relationships between these leaders and 
followers depended on what these leader's most dominating sub characteristic is, i.e., a 
Machiavellian who is more power hungry will have different preferences in follower than the 
one who is deceitful. The preferences in followers by leaders who possess dark leadership traits 
is not entirely based on their own characteristics but also dependent on their selfish motives to 
grow and succeed in corporate world. The results indicated that some of the leaders who 
possessed one of these three dark personality traits went against their instincts to prefer a 
follower based on just their selfish motive to succeed on their behalf rather than their personality 
compatibility. This observation concluded that that these leaders who haveN arcissism, 
Machiavellianism or psychopathy have one thing in common where they all have one kind of sub 
personality trait who want to succeed and grow in the corporate world at any cost. These kinds of 
leaders will go against their instincts to prefer ideal followers just to gain success themselves on 
their hard work. 
85 
10.0 REFERENCES 
Ames, D., Rose, P., & Anderson, C. 2006. "The NPI-16 as a short measure of 
narcissism". Journal of Research in Personality, 40, 440-450. 
American Psychiatric Association. 1994. Diagnostic and statistical manual of mental disorders 
(4th Ed.). Washington, DC: Author. 
Andrews, H., Furniss, P., 2009. A successful leader or a Psychopathic individual? Management 
Services. Winter 2009. 
Atlas, G., Them, M . 2008, Narcissism and Sensitivity to Criticism: A Preliminary Investigation. 
Curr Psychol. 27, 62-76 
Babiak, P. 1995. When psychopaths go to work: a case study of an industrial psychopath. 
Applied Psychology, 44, 171-188. 
Babiak, P., Hare, R. 2006. Snakes in Suits: When Psychopaths go to work. Regan Books. 
HarperCollins Publishers. 
Back, M., Schmukle, S. & Egloff, B. 2000. Why Are Narcissists so Charming at First Sight? 
Decoding the Narcissism-Popularity Link at Zero Acquaintance. Journal of Personality 
and Social Psychology, 98, 132- 145. 
Baker, S. 2007. Followership: The Theoretical Foundation of a Contemporary Construct. 
Journal of Leadership & Organizational Studies, Midwest Academy of Management. 
Bass, M, Avolio, J. 1994. Shatter the glass ceiling: Women may make better managers. 
Human Resource Management, 33, 549-560. 
Beck, A. T., Freeman, A., & Associates. 1990. Cognitive therapy of personality disorders. 
New York: Guilford Press. 
Becker. J., & O'Hair, D. 2008. Machiavellian's motives in organizational citizenship behavior. 
Journal or Applied Communication Research. Vol. 35 
Behary, W., 2008. Disarming the Narcissist. New Harbinger publications Inc. 
Benson, M.J. & Hogan, R.S. 2008. How dark side leadership personality destroys trust and 
degrades organizational effectiveness, Organizations and People, 15(3), pp. 10-18. 
Bjugstad, K., Thach, E. C., Thompson, K.J., & Morris, A. 2006. A fresh look at followership: 
A model for matching followershp and leadership styles. Journal of behavioral and 
Applied Management, 7, 304-319. 
Bjugstad, A., Welboume J, Gilmore, D . & Bullock, A. 2009. Followership and employee 
attachment to the organization. The Psychologist-Manager Journal12 : 111-131 
Blackburn, R., & Lee-Evans, J. M. 1985. Reactions of primary and secondary psychopaths to 
anger-evoking situations. British Journal of Clinical Psychology, 24, 93-100. 
Blackshear, P.B. 2003 . The followership continuum: A model for fine tuning the workforce. 
Public Manager, 32(2), 25. 
Block, R. A., & Harper, D. R. 1991. Overconfidence in estimation: Testing the anchoring-and-
adjustment hypothesis. Organizational Behavior and Human Decision Processes, 49, 
188-207. 
Board, J., Fritzen, K. 2005. Disordered personalities at work. Psychology, crime & law 11(1): 
17-32. 
Boddy CR, Ladyshewsky R, Galvin PG. 2010. The influence of Corporate Psychopaths on 
corporate social responsibility and organizational commitment to employees. Journal of 
Business Ethics. 
86 
Boddy, C. 2010. Corporate Psychopaths, Bullying and Unfair Supervision in the Workplace. 
Journal of Business Ethics,lOO, 367-379 
Boddy, C., Ladyshewsky, R., & Galvin, P. 2010. Leaders without ethics in global business: 
corporate psychopaths. Journal of Public Affairs 10: 121-138 
Bono, J. E., Hooper, A. C., & Yoon, D. J. 2012. Impact of rater personality on transformational 
and transactional leadership ratings. Leadership Quarterly, 23(1), 132-145. 
Brewer, E., 1898. Machiavellism. Dictionary of Phrase and Fable. Retrieved on July 27th 2013 
from: http://www. bartleby. com/81/1 0726.html 
Brown, A. D. 1997. 'Narcissism, Identity, and Legitimacy', Academy of Management Review 
22, 643-686. 
Brown, M. E., Trevino, L. K., & Harrison, D. A. 2005. Ethical leadership: A social learning 
perspective for construct development and testing. Organizational Behavior and Human 
Decision Processes, 97(2), 117-134. 
Bulfinch, T. 2008. The Age of Fable. Retrieved On September 15th 2013 from: 
http://www. echo.me. uk/legend.htm 
Bums, J.M. 1978. Leadership. New York: Harper & Row. 
Campbell, W. K. 1999 Narcissism and romantic attraction. Journal of Personality and Social 
Psychology, 77(6), 1254-1270. 
Campbell, W. K., Reeder, G. D., Sedikides, C., & Elliot, A. J. 2000. Narcissism and comparative 
self-enhancement strategies. Journal of Research in Personality, 34(3): 329-347. 
Campbell, W. K., Rudich, E., & Sedikides, C. 2000. Narcissism, self-esteem, and the positivity 
of self-views: Two portraits of self-love. Personality and Social Psychology Bulletin, 
28, 358-368. 
Campbell, W. K., Rudich, E., & Sedikides, C. 2002. Narcissism, self-esteem, and the positivity 
of self-views: Two portraits of self-love. Personality and Social Psychology 
Bulletin, 28, 358-368. 
Carsten, M., Uhl-Bien, M., West, B., Patera, J. , & McGregor, R. 2010. Exploring social 
constructions offollowership: A qualitative study. Leasership Quaterly 21, 543-
562 
Chaleff, I. 2008. Creating new ways of following. In:Riggio R, Chaleffl and Lipman-Blument, J 
(ds). The art offollowership: How Great Followers Create Great Leaders and 
Organizations. San Francisco: Jossey-Bass, 67-87 
Chapman AL, Gremore TM, Farmer RF. 2003. Psychomatric analysis of the psychopathic 
personality inventory (PPI) with female inmates. Journal of Personality Assessment 
80(2): 164-172. 
Chatterjee, A., Hambrick, D. 2007. It ' s all about me: Narcissistic Chief Executive Officers and 
their Effects on Company Strategy and Performance. Administrative Science Quarterly, 
52 (2007): 351-386 
Christie, R. ( 1970). Relationships between Machiavellianism and measures of ability, opinion, 
and personality. In R. Christie & F. Geis (Eds.), Studies in Machiavellianism (pp. 35-
52). New York: Academic Press. 
Civitelli, J. 2010. Dealing With Narcissists in The Workplace. Retrieved on June 15th 2013 from: 
http://www.careerthoughtleaders.com/blog/dealing-with-narcissists-in-the-workplace/ 
Clarke, J. 2005, Working with Monsters. How to Identify and Protect Yourself from the 
Workplace Psychopath (Random House, Sydney). 
87 
Cleckley H. 1988. The Mask of Sanity (5th edn), Private Printing for Educational Use by Emily 
Cleckley (Formerly first published by C.V. Mosley Co. in 1941): Augusta, Georgia. 
Clinic, M. (2013) Narcissistic personality disorder. Retrieved On October 7th 2013 from-
http: //www .mayoclinic.comlhealth/narcissistic-personality-disorder/DS00652 
Colvin, C. R., Block, J., & Funder, D. C. 1995. Overly positive evaluations and personality: 
Negative implications for mental health. Journal of Personality and Social Psychology, 
68, 1152-1162. 
Conger JA, Kanungo RN. 1998. Charismatic leadership in organizations. Thousand Oaks, CA: 
Sage. 
Conger, J.A. 1997. The dark side ofleadership, in: R.P. Vecchio (ed) Leadership: 
Understanding the Dynamics of Power and Influence in Organisations, pp. 215-232 
Cooke DJ, Michie C, Hart SD. 2004. 'Cross-national differences in the assessment of 
psychopathy: do they reflect variations in raters' perceptions of symptoms? 
Psychological Assessment 16(3): 335-339. 
Cooper, A., & Ronningstam, E. 1992. Narcissistic personality disorder. American psychiatric 
press review of psychiatry, 80-97. 
Cooper, C., Kline, P., & May, J. 1986. The measurement of authoritarianism, psychoticism, 
and other traits by objective tests: A cross-validation. Personality and Individual 
Differences, 7, 15-21. 
Crossman, B. & Crossman, J. 2011. Conceptualizing followership - A review of the literature. 
Leadership; Sage Publishing. 
Defmitions.net. Retrieved on August 30th 2013 from: 
http://www .defmitions.net/ defmition/machiavellism. 
DePree, M. 1992. Leadership jazz. New York: Doubleday Publishing. 
Dierickx, C.2004. 'The Bully Employee: A Survival Guide for Supervisors' . Super Vision 
65(3), 6-7. 
Djurkovic, N., D. McCormack and G. Casimir. 2004. ' The Physical and Psychological Effects of 
Workplace Bullying and Their Relationship to Intention to Leave: A Test of the 
Psychosomatic and Disability Hypotheses', International Journal of Organization 
Theory and Behavior, 7, 469-497. 
Doyle, N. and Lynch, P. 2008. Understanding the affect narcissistic leadership has on middle 
management: an exploratory case study analysis in: Irish Academy of Management 
Conference Proceedings. 
Drory, A. & Gluskinos, U. 1980. Machiavellianism and Leadership. Journal of applied 
Psychology. 65, 1, 81-86. 
Duchon, D. & Drake, B. 2009. Organizational Narcissism and Virtuous Behavior. Journal of 
Business Ethics, 85, 301-308. 
Ehrhart, M.G., & Klein, K.J. 2001. Predicting follower ' s preferences for charismatic 
leadership: The influence of follower values and personality. Leadership Quarterly, 12, 
153-179 
Farwell, L., & Wohlwend-Lloyd, R. 1998. Narcissistic processes: Optimistic expectations, 
favorable self-evaluations, and self-enhancing attributions. Journal of Personality, 66, 
65-83. 
Fehr, B., Sarnsom, D., & Paulhus, D. L. 1992. The construct ofMachiavellianism: Twenty 
years later. In C. D. Spielberger & J. N. Butcher (Eds.), Advances in personality 
Assessment (Vo1.9, pp.77-116). 
88 
Feng, C., Zhou, H., Liang, Y. & Yi, L. 2012. Two Faces ofNarcissism and Romantic 
Attraction: Evidence from a Collectivistic Culture; Psychological Reports: Mental & 
Physical Health, Ill (1-12) 
Finklestein, S. and Hambrick, D.C. 1996. Strategic Leadership: Top Executives and Their 
Effects on Organizations. 
Frew, D.R. 1977. Leadership and Followership Personnel Journal 56, (90-97). 
Follett, M.P. 1996. The essentials ofleadership, In P.Graham (Ed.). Mary Parker Follett: 
Prophet of management (pp. 163-177). Boston: Harvard Business School Publishing. 
Gabbard, G. 1989. Two subtypes of narcissistic personality disorder. Bulletin of the 
Menninger Clinic, 53(6), 527-532. 
Gabe, M., & Dangello, F. 1994. Job involvement, Machiavellianism and job Performance. 
Journal of Business and Psychology, 2, 159-170. 
Galli, E., Nigro, N., & Krampen, G. 1986. Multidimensional locus of control and 
Machiavellianism in Italian and West German students: Similarities and differences. 
International Review of Applied Psychology, 35, 453-461. 
Galton, F. 1900. Hereditary genius: An enquiry into its laws and consequences (2nd American 
edition). New York: D. Appleton. 
Galvin, B. , Waldman, D., Balthazard, P. 2010 "Visionary communication qualities as 
mediators of the relationship between narcissism and attributions of leader charisma"; 
Personnel Psychology, 63, (509-537) 
Gardner, W.L., Avolio, B.J., Luthans, F., May, D.R., Walumbwa, F. 2005. "Can you see the 
real me?" A self-based model of authentic leader and follower development Leadership 
Quarterly, 16, 343-372. 
Geis, F. L. 1968. Machiavellianism in a semireal world. Proceedings of the 76th Annual 
Convention of the American Psychological Association, 1968, J, 407-408 . 
Geis, F., Krupat, E., & Berger, D. 1965. Taking over in group discussion. Unpublished 
manuscript, New York University, 1965. 
Gemmil, G.R. & W.J.Heisler. 1972. Machiavellianism as a factor in managerial job strain, job 
satisfaction, and upward mobility. Academy of Management, 15(1), 51-62. 
Gemmill, G. R., & Heisler, W. J. 1972. Machiavellianism as a factor in managerial job strain, 
job satisfaction, and upward mobility. Academy of Management Journal, 15, 51-62. 
Gemmill, G., Heisler, W. 1998. Machiavellianism as a Factor in Managerial Job Strain, Job 
Satisfaction, and Upward Mobility. Academy of Management Journal. March, 1972. 
51-64. 
Gettler L. 2003. Psychopath in a suit. Retrieved on September 24th 2013 from: 
www.theage.com.au!articles/2003/02/20/1045638423969.html 
Gladwell, M. 2002. The Talent Myth: Are smart people over-rated, The New Yorker, 22, pp. 
28-33. 
Goffee, R. , & Jones, G. 2006. The art ofFollowership. European Business Forum, 25, 22-26 
Goldberg, J (2012) Narcissistic personality disorder. Retrieved on November 23rd 2013 from-
http://www. webmd.com/mental-healthlnarcissistic-personality-disorder 
Goldman A. 2006. Personality disorders in leaders. Implications of the DSM IV-TR in assessing 
dysfunctional organizations. Journal of Managerial Psychology 21(5): 393-414. 
Goldman A. 2006. Personality disorders in leaders. Implications of the DSM IV-TR in assessing 
dysfunctional organizations. Journal of Managerial Psychology, 21(5): 393-414. 
89 
I 
Goncalo, J., Flynn, F. , & Kim, S. 1996. From a mirage to an oasis: Narcissism, perceived 
creativity and creative performance. Academy of Management. 
Grams, W., Rogers, R. 1989. Power and Personality: Effects ofMachiavellianism, need for 
approval, and motivation on use of influence tactics. The Journal of General 
Psychology, 117(1), 71-82 
Hare, R. D. 1991 . The Hare Psychopathy Checklist- Revised. North Tonawanda, NY: Multi-
Health Systems. 
Harvey, M. G. , M. R. Buckley, J. T. Heames, R. Zinko, R. L. Brouer and G. R. Ferris. 2007. 'A 
Bully as an Archetypal Destructive Leader', Journal of Leadership and Organizational 
Studies 14(2), 117-129. 
Hawley, P. H. 2003. Pro-social and coercive configurations of resource control in early 
adolescence: A case for the well adapted Machiavellian. Merrill-Palmer Quarterly, 
49(3), 279-309. 
Hersey, P. & Blanchard, K. 1982. Management of Organizational Behavior (4th Edition), 
Englewood Cliffs, NJ:Prentice-Hall. 
Heineman, C. E. 1953 . A forced-choice form of the Taylor Anxiety Scale. Journal of 
Consulting Psychology, 17, 447-454. 
Higgs, M. 2009. The good, the bad and the ugly: Leadership and narcissism. Journal of 
change management. 9(2), 165-178. 
Hogan, R. , Curphy, G.J. and Hogan, J. 1994. What we know about leadership: effectiveness and 
personality, American Psychologist, 49(3), pp. 493-504. 
Hotchkiss, S. 2013. Why is it always about you? "The seven deadly sins of Narcissism" 
Jain, K. , Bearden, J., 2011. Machiavellianism and overconfidence. Instead Working Paper 
collection. 
John OP, Robins RW. 1994. Accuracy and bias in self-perception: Individual differences in 
self-enhancement and the role of narcissism. Journal of Personality and Social 
Psychology, 66, 206-219. 
Jones, E. 1964. Ingratiation. New York: Appleton-Century, 1964. 
Jones, W. H. , Nickel, T. W. , & Schmidt, A. 1979. Machiavellianism and self-disclosure. 
Journal of Psychology, 102, 33-41. 
Karkoulian, S., Samhat, A. , & Messarra, L. 2010. The relationship between Machiavellianism 
and career development. Journal of Organizational Culture, Communications and 
Conflict. 14, 1. 
Kelley, R.E. 1988. In praise of followers. Harvard Business Review, 66, 142-148. 
Kelley, R. , 2008 Rethinking followership . In: Riggio R, Chaleffl and Lipman-Blumen J (eds) 
The artoffollowership, New York: Doubleday. 
Kelley, R. 1992. The power offollowership, New York: Doubleday. 
Kemberg, 0 . 1979. Regression in organizational leadership. Psychiatry, 42, 29- 39 
Kessler, S. , Spector, P., Borman, W., Nelson, C., Bandelli, A. , Penney, L. 2010. Re-Examining 
Machiavelli: A Three-Dimensional Model ofMachiavellianism in the Workplace. 
Journal of Applied Social Psychology, 40, 8, pp. 1868-1896. 
Ketola T. 2006. From CR-psychopaths to responsible corporations: waking up the inner sleeping 
beauty of companies. Corporate Social Responsibility and Environmental 
Management, 13, 98-106. 
Ketola, T. 2006, 'Corporate Psychological Defences: An Oil Spill Case ' , Journal of Business 





Kets de Vries MFR. 1989. Prisoners of leadership. New York: Wiley. 
Kets de Vries, M.F.R. 1993. The dynamics of family controlled firms: the good and bad news. 
Organizational Dynamics, 21(3), pp. 59-71. 
Kline, P. , & Cooper, C. 1983. A factor-analytic study of measures of Machiavellianism. 
Personality and Individual Differences, 4, 569-571 
Koenigsmann, W. 1999. What Is a Psychopath? Retrieved on December 23rd 2013 from: 
http://www .cassiopaea.com/cassiopaea/psychopath _ 2.htrn 
LaTorre, R. A. , & McLeoad, E. 1978. Machiavellianism and clinical depression in a geriatric 
sample. Journal of Clinical Psychology, 34, 659-660. 
Lee, K., & Ashton, M. C. 2005. Psychopathy, Machiavellianism, and narcissism in the Five-
Factor Model and the HEXACO model of personality structure. Personality and 
Individual Differences, 38, 1571-1582. 
Levenson MR, Kiehl KA, Fitzpatrick CM. 1995. Assessing psychopathic attributes in a non-
institutionalized population. Journal of Personality and Social Psychology 68(1 ): 151-
158. 
Liu, C., 2008. The Relationship between Machiavellianism and Knowledge Sharing Willingness. 
J Bus Psycho/, 22, 233-240. 
Loizos C. 2005. Is my partner a sociopath or just obnoxious? Venture Capital Journal I. 
Lundin, S.C. & Lancaster, L.C. 1990. Beyond Leadership. The importance ofFollowership. 
The Futurist, 24(3), 18-22 
Lykken, D. X. 1995. The antisocial personalities. Hillsdale, NJ: Eribaum. 
Maccoby, M . 2004. The Productive Narcissist: The Promise and Peril of Visionary Leadership. 
MacDonald, P. (2011), Narcissistic personality disorder. Practice Nurse, Vol. 41 Issue 1, p16-
18. 3p. 
Maibom HL. 2005 . Moral unreason: the case of psychopathy. Mind and Language 20(2): 237-
257. 
Matija, D .B. , & Stefan, C.S. , & Boris, E. 2010. Why Are Narcissists so Charming at First 
Sight? Decoding the Narcissism-Popularity Link at Zero Acquaintance. Journal of 
Personality and Social Psychology, 98, 132-145. 
Mcevily, S. K. , Das, S. , & Mccabe, K. 2002. Avoiding competence substitution through 
knowledge sharing. Journal of Management Review, 25(2), 294-311. 
McHoskey, J. W. 1999. Machiavellianism, intrinsic versus extrinsic goals, and social interest: 
A self-determination theory analysis. Motivation and Emotion , 23 , 267-283. 
Mehdizadeh, S. 2010. Self-Presentation 2.0: Narcissism and Self-Esteem on Facebook. 
Cyberpsychology, behavior, and social networking, Volume 13, 4. 
Menon, M ., Sharland, A. 2011 . Narcissism, Exploitative Attitudes, and Academic Dishonesty: 
An Exploratory Investigation of Reality versus Myth. Journal of education for 
business, 86: 50-55 
Moore, D. & Healy, P. J. 2008 . The Trouble with overconfidence. Psychological Review, 115, 
502-517. 
Morf, C. C., & Rhodewalt, F. 2001. Unraveling the paradoxes of narcissism: A dynamic self-
regulatory processing model. Psychological Inquiry, 12, 177-196. 
Morf, C. , & Rhodewalt, F. 1993 . Narcissism and self-evaluation maintenance: Explorations in 
object relations. Personality and Social Psychology Bulletin , 19, 668-676. 
Morse, G. 2009. Executive Psychopaths. Harvard Business Review. May (F0410D). 
91 
Mumford, M. D. , Connelly, M. S., Helton,W. B., Strange, J. M., & Osburn, H. K. 2001. On the 
construct validity of integrity tests: Individual and situational factors as predictors of test 
performance. International Journal of Selection and Assessment, 9, 240--257. 
Neumann. C. , Hare, R. 2010. The Role of Antisociality in the Psychopathy Construct: Comment 
on Skeem and Cooke (2010) . Psychological Assessment. 22, 2, 446-454. 
Nigro, G. , & Galli, I. 1985. On the relationship between Machiavellianism and anxiety among 
Italian undergraduates. Psychological Reports, 56, 37-38. 
Oksenberg, L. Machiavellianism and organization in five man task oriented groups. 1968. 
Unpublished doctoral dissertation, Columbia University, 1968. 
Pandey, J., & Rastogi, R. 1979. Machiavellianism and ingratiation. Journal of Social 
Psychologly, 8, 22 1-225. 
Pandey, J. , & Rastogi, R. 1979. Machiavellianism and Ingratiation. The Journal of Social 
Psychology. 108, 221-225. 
Paulhus, D. L. 1998. Interpersonal and intrapsychic adaptiveness oftrait self-enhancement: A 
mixed blessing. Journal of Personality and Social Psychology, 74, 1197-1208. 
Paulhus, D. L. (1998). Interpersonal and intrapsychic adaptiveness oftrait self-enhancement: A 
mixed blessing? Journal of Personality and Social Psychology, 74, 1197-1208. 
Paulhus, D. L. , & Williams, K. 2002 . The dark triad of personality: Narcissism, 
machiavellianism and psychopathy. Journal of Research in Personality, 36, 556-563 . 
Piccolo, R. F., Greenbaum, R. , Den Hartog, D. N., & Folger, R. 2010. Task significance and 
job autonomy as motivational mechanisms in the ethical leadership process. Journal of 
Organizational Behavior, 31 (2-3), 259-278 . 
Post, J.M. 1993. Current concepts of the narcissistic personality: implications for political 
psychology, Political Psychology, 14(2), pp. 99-121. 
Raskin R, Terry H. 1988. A principle-components analysis of the narcissistic personality 
inventory and further evidence of its construct validity. Journal of Personality and 
Social Psychology, 54, 890--902. 
Raskin, R., & Terry, H. 1988. A principal-components analysis ofthe Narcissistic Personality 
Inventory and further evidence of its construct validity. Journal of Personality and 
Social Psychology, 54, 890--902. 
Ray, J. J. , & Ray, J. A. B. 1982. Some apparent advantages of subclinical psychopathy. Journal 
of Social Psychology, 117, 135-142 
Robak, R., Chiffriller, S., & Zappone, M. 2007. College students' motivations for money and 
subjective well-being. Psychological Reports, 100(1): 147-156. 
Robbins,S.P.& T.A.Judge. 2007. Organizational Behavior (12th Ed). Englewood Cliffs: 
Pearson, Prentice Hall. 
Ronson, J . 2011. The Psychopath Test: A Journey through the Madness Industry . Picador 
Riverhead. 
Rosenbach, W., & Taylor, R. 2006. Contemporary issues in Leadership. Boulder, CO: 
Westview Press. 
Rosenthal, A., Pittinsky, L. 2006. Narcissistic leadership. The Leadership Quarterly, 17, 
617-633. 
Rosenthal, S. A. , & Pittinsky, T. L. 2006. Narcissistic leadership. The Leadership Quarterly, 
17, 617-633 
92 
Sakalaki, M ., Kanellaki, S., Richardson, C. 2009. Between Machiavellianism, Economic 
Opportunism, and Economic Locus of Control. Journal of Applied Social Psychology, 
39, 2591-2603. 
Sakalaki, M. , Richardson, C. & Thepaut, Y. 2007. Machiavellianism and economic 
Opportunism. Journal of Applied Social Psychology, 37, 6, pp. 1181- 1190. 
Sankowsky D. 1995. The charismatic leader as narcissist: Understanding the abuse of power. 
Organizational Dynamics, 23, 57-71 
Schyns, B., & Sanders, K. 2007. In the eyes of the beholder: Personality and the perception of 
leadership. Journal of Applied Social Psychology, 37, 2345-2363 . 
Sidle, S. D. 2009. ' Is Your Organization a Great Place for Bullies to Work?' . Academy of 
Management Perspectives, 23( 4), 89-91 . 
Siegel, J. 2000. Machiavellianism, MBA's and Managers: Leadership Correlates and 
Socialization Effects. Academy of Management Journal. 16, 3, 404-411 
Skinner, N. F. 1982. Personality correlates of Machiavellianism: IV. Machiavellianism and 
psychopathology. Social Behavior and Personality, 10, 201-203. 
Steger, J.A., Manners, G.E. Jr. , & Zimmerer, T. W. 1982. Following the leader: How to link 
management style to subordinate personalities, Management Review, 71 , 22-28, 49-51 . 
Stinson, F., Dawson, D., Goldstein, R. , Chou,P. , Huang, B., Smith, S., Ruan, W., Pulay, A. , 
Saha, T., Pickering, R., Grant, B. 2008. Prevalence, Correlates, Disability, and 
Comorbidity ofDSM-IV Narcissistic Personality Disorder: Results from the Wave 2 
National Epidemiologic Survey on Alcohol and Related Conditions. Retrieved on 22"d 
August 2013 from- http: //www.ncbi.nlm.nih.gov/pmc/articles/PMC2669224/ 
Tallman, R. 2012, Class Notes and Organizational Behavior textbook, 1-61 . 
Thepaut, Y. 2002. Pouvoir, information, economie [Power, information, and economics]. 
Paris, France: Economica. 
Townsend, P. & Gebhart, J. 1997. Five Star Leadership. New York:JohnWiley and Sons Inc. 
Trevino, L. K., Brown, M. , & Hartman, L. P. 2003. A qualitative investigation of perceived 
executive ethical leadership: Perceptions from inside and outside the executive suite. 
Human Relations, 56(1), 5-37. 
Turner, C. F. , & Martinez, D. C. 1977. Socioeconomic achievement and the Machiavellian 
personality. Stoichiometry, 40, 325-336. 
Twenge, J. M ., Konrath, S. , Foster, J . D. , Campbell, W. K. , & Bushman, B. J. 2008. Egos 
inflating over time: A crosstemporal meta-analysis of the Narcissistic Personality 
Inventory. Journal of Personality, 76(4): 875-901 
Vecchio, R.P. 2002. Leadership and gender advantage. The leadership quarterly, 13, 643-671. 
Wallace HM, Baumeister RF. (2002) . The performance of narcissists rises and falls with 
perceived opportunity for glory. Journal of Personality and Social Psychology, 82, 
819-834. 
Watson, P. J. , Grisham, S. 0 ., Trotter, M. V., & Biderman, M.D. 1984. Narcissism and 
empathy: Validity evidence for theN arcissistic Personality Inventory. Journal of 
Personality Assessment, 48, 301-304. 
Weiss, L. 1998. Collection and connection: Rationalized and embedded knowledge in 
knowledge-intensive organizations. Unpublished doctoral dissertation , Harvard 
University. 
Williamson, 0 . 1985. The economic institutions of capitalism. New York: Free Press. 
93 
Wilson, D. S., Near, D. , & Miller, R. R. 1996. Machiavellianism: A synthesis of evolutionary 
and psychological literatures. Psychological Bulletin, 119(2), 285-299 
Wink, P. 1991. Two faces of narcissism. Journal of Personality and Social Psychology, 61 ( 4 ), 
590-597. 
Yang, M. 2013. Surprise! Narcissism Linked to Frequent Facebook and Twitter Use. Retrieved 
on January 22nd 2014 from: http: //newsfeed.time.com/2013/0611 2/surprise-narcissism-
linked-to-frequent-facebook -and-twitter -use/#ixzz2d3NNuBSq 
Young, S. M., & Pinsky, D. 2006. Narcissism and celebrity. Journal of Research in 
Personality, 40, 463-471. 




11.1 Survey Questionnaire 
Please answer the following questions to the best of your ability. All answers are important. 
What is your gender? Female , Male , ..:::O::...:th,..e::<!r..._ _ _ 
What is your present age in years? _______ _ 
What is your highest level of education? 
High School- ___ _ 
Some University or College - __ _ 
Bachelor Degree - __ _ 
Graduate Degree - __ _ 
How many years of full time work experience do you have? ____ _ 
Are you married __ , in a committed relationship __ , divorced , separated __ _ 
or single __ _ 
Each of the statements below is something that a person might say about his or her beliefs. You 
are to indicate your own personal feelings by marking how much you agree with each of the 
statements. Please select the number which best describes your feelings. 
1 -Strongly Disagree 
2- Disagree 
3 - Neither 4 - Agree 
Disagree 
nor Agree 
5- Strongly Agree 
95 
Beliefs & Personality Strongly Disagree Neither Agree Strongly 
Disagree Agree 
An effective individual builds a powerbase of people 1 2 3 4 5 
A person that understands conflict will be respected by 2 3 4 5 
other people 
One should know how to appear kind and use it for 1 2 3 4 5 
personal gain 
Employees should be watched with an "eye of 1 2 3 4 5 
suspicion" because it is natural for people to desire to 
acquire power 
When seeking revenge, an individual should completely 1 2 3 4 5 
defeat a competitor to ensure no retaliation 
It is not important for an individual to learn about the 1 2 3 4 5 
mistakes of unsuccessful people 
A person should take care to always appear to be 1 2 3 4 5 
merciful, upright and humane 
Since most people are weak, a rational individual should 1 2 3 4 5 
take advantage of the situation to maximize his/her own 
gam 
It is not important for a person to encourage his/her 1 2 3 4 5 
subordinates' talents 
It is not important for an individual to keep his/her 1 2 3 4 5 
employees content 
I think I am a special person 1 2 3 4 5 
I like having authority over people 1 2 3 4 5 
I am apt to show off if I get a chance 2 3 4 5 
Everyone likes to hear my stories 1 2 3 4 5 
I expect a great deal from other people 1 2 3 4 5 
I really like to be the center of attention 1 2 3 4 5 
I can make anybody believe anything I want them to 2 3 4 5 
I am more capable than other people 1 2 3 4 5 
I am an extraordinary person 1 2 3 4 5 
96 
Beliefs & Personality Strongly Disagree Neither Agree Strongly 
Disagree Agree 
Success is based on survival of the fittest; I am not 1 2 3 4 5 
concerned about the losers. 
For me, what's right is whatever I can get away with. 1 2 3 4 5 
In today's world, I feel justified in doing anything I can 1 2 3 4 5 
get away with to succeed. 
Mainpl!flJOSe in life is getting as many goodies as I can. 1 2 3 4 5 
Making a lot of money is my most important goal. 1 2 3 4 5 
I let others worry about higher values; my main concern 1 2 3 4 5 
is with the bottom line. 
People who are stupid enough to get ripped off usually 1 2 3 4 5 
deserve it. 
Looking out for myself is my top priority. 1 2 3 4 5 
I tell other people what they want to hear so that they 1 2 3 4 5 
will do what I want them to do. 
I would be upset if my success came at someone else's 1 2 3 4 5 
expense. 
I often admire a really clever scam. 1 2 3 4 5 
I make a point of trying not to hurt others in pursuit of 1 2 3 4 5 
my goals. 
I enjoy manipulating other people's feelings. 1 2 3 4 5 
I feel bad if my words or actions cause someone else to 1 2 3 4 5 
feel emotional pain. 
Even if I were trying very hard to sell something, I 1 2 3 4 5 
wouldn't lie about it. 
Cheating is not justified because it is unfair to others. 1 2 3 4 5 
I fmd myself in the same kinds of trouble, time after 1 2 3 4 5 
time. 
I am often bored. 1 2 3 4 5 
I fmd that I am able to pursue one goal for a long time. 1 2 3 4 5 
I don't plan anything very far in advance. 1 2 3 4 5 
I quickly lose interest in tasks I start. 1 2 3 4 5 
Most of my problems are due to the fact that other 1 2 3 4 5 
people just don't understand me. 
Before I do anything, I carefully consider the possible 1 2 3 4 5 
consequences. 
I have been in a lot of shouting matches with other 1 2 3 4 5 
people. 
When I get frustrated, I often "let off steam" by blowing 1 2 3 4 5 
my top. 
Love is overrated. 1 2 3 4 5 
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Follower Preferences Strongly Disagree Neither Agree Strongly 
Disa= Al!:ree 
I prefer followers that identify which organizational 1 2 3 4 5 
activities are most critical for achieving the 
organization's goals instead of waiting for what the 
leader tells them 
I prefer followers that develop a distinctive competence 1 2 3 4 5 
in critical activities so that they are more valuable to the 
leader and the organization 
I prefer followers that give their best ideas and 1 2 3 4 5 
performance to their work and organization 
I prefer followers that can be given a difficult 1 2 3 4 5 
assignment without the benefit of supervision knowing 
they will meet the deadline with the highest quality 
work 
I prefer followers that take the initiative to seek out and 1 2 3 4 5 
successfully complete assignments that go above and 
beyond their job 
I prefer followers that contribute at a high level on group 1 2 3 4 5 
projects often doing more than their share 
I prefer followers that try to solve the tough problems 1 2 3 4 5 
rather than look to the leader to do it for them 
I prefer followers that help out co-workers, making them 1 2 3 4 5 
look good, even when they do not get any credit 
I prefer followers that say "no" rather than "yes" when 1 2 3 4 5 
the leader asks them to do something that runs contrary 
to their professional or personal beliefs 
I prefer followers that act on their own ethical standards 1 2 3 4 5 
rather than the leader's or the group's standards 
I prefer followers that assert their own views on 1 2 3 4 5 
important issues, even though it might mean conflict 
with their group or leader 
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11.2 Letter of Consent 
This form is intended to ensure that you are fully informed about the study being undertaken for 
the purposes of research for the completion of my Master of Business Administration (MBA) at 
UNBC. 
The purpose of this research is to examine to what degree a person ' s beliefs and personality traits 
influence their preference for certain types of followers. The questionnaire contains demographic 
questions and questions that relate to your beliefs, personality and your follower preferences. 
You will be asked to complete an online survey that includes questions related to demographics, 
personality and your preference for followers. Participation will take about 15 minutes. You are 
under no obligation to participate in the study. If at any time you do not wish to take part, you 
may simply quit. Participation in this study is voluntary and confidentiality is being 
maintained since no identifying information is being collected, stored, or accessed for the 
project. Further, you may withdraw at any time or refuse to answer any question without 
prejudice. If the participant withdraws before submitting the answers, then his or her responses 
won ' t get registered and there will be no record for those responses. The responses to the 
answers are only considered if the participant completes the entire questionnaire and then 
submits the answers by clicking the submit button at the end of the questionnaire. If withdrawal 
happens after submitting the answers, then the responses will be considered as there is no way 
his or her identification can be tracked. All responses go into single pool without the 
identification tag. 
There is no risk to you participating in this study. There is no traceability as the online 
questionnaire submitted will not have any of your personal information i.e. name or E-mail 
address. All information will be safeguarded and if the results are published in the future, all 
information will be provided anonymously, and hence, cannot be traced back to you at any later 
point in time. You may ask questions about the research either today or in the future and obtain 
written results regarding this research at the end of this study if you so desire by sending me an 
e-mail request. 
All the responses will be received by my supervisor Dr. Tallman and me for statistical analysis. 
The entire data will be deleted from my computer once the conclusions have been drawn from 
the statistical analysis. Data will be safeguarded with Dr. Tallman on his personal computer until 
the research is completed. The data will then be stored by Dr. Tallman on a disc which will be 
kept in a locked drawer. The entire data will be stored for two years and then destroyed by 
completely destroying the disc. 
If you have further questions concerning this research, please contact me at (778) 987-1211 or 
koonar@unbc.ca or my Supervisor, Dr. Rick Tallman, at (250) 960-5404 or 
rick.tallman@unbc.ca. If you have questions concerning your rights as a research participant or 
complaints about this research, please contact the UNBC Research Ethics Board at (250) 960-
6735, or email reb@unbc.ca. If you click on the I AGREE button below, you indicate that you 
have understood to your satisfaction the information regarding participation in the research 
project and agree to participate. 
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11.3 Test Hypothesis & Followership Correlation Data (Machiavellianism and 
Psychopathy) 
COMPUTE MACHl=Ml + M2 + M3 + M4 + M5 + M6 + M7 + M8 + M9 + MlO. 
EXECUTE. 
FACTOR 
N ARIABLES Ml M2 M3 M4 M5 M6 M7 M8 M9 Ml 0 
/MISSING PAIR WISE 
/ANALYSIS Ml M2 M3 M4 M5 M6 M7 M8 M9 MlO 
/PRINT INITIAL EXTRACTION ROTATION 
/FORMAT SORT BLANK(.lO) 
/CRITERIA MINEIGEN(l) ITERATE(25) 
!EXTRACTION PC 
/CRITERIA ITERA TE(25) 























defined missing values are 
~reated as missing. 
108 
PAIRWISE: Correlation 
coefficients for each pair of 
!variables are based on all the 
cases with valid data for that 
tpair. The factor analysis is based 











~1 1.000 .701 
~2 1.000 .621 
1M3 1.000 .659 
IM4 1.000 .616 
IM5 1.000 .475 
~6 1.000 .423 
~7 1.000 .395 
~8 1.000 .565 
~9 1.000 .734 
~110 1.000 .550 
Extraction Method: Principal 
Component Analysis. 
!FACTOR 
N ARIABLES Ml M2 M3 M4 
M5 M6 M7 M8 M9 MIO 
/MISSING PAIRWISE 
I ANALYSIS Ml M2 M3 M4 
M5 M6 M7 M8 M9 MIO 
/PRINT INITIAL 
EXTRACTION ROTATION 




/CRITERIA ITERA TE(25) 




13480 (13.164K) bytes 
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Total Variance Explained 























%of Cumulative Total %of Cumulative 
Variance % Variance % 
26.524 26.524 2.652 26.524 26.524 
18.688 45.212 1.869 18.688 45.212 
12.173 57.385 1.217 12.173 57.385 
8.956 66.340 






Total Variance Explained 
Rotation Sums of Squared Loadings 













Extraction Method: Principal Component Analysis . 
Component Matrixa 
ComQonent 
1 2 3 
M4 .740 .212 -.155 
M3 .720 .329 -.179 








M8 .616 -.428 
M5 .562 -.399 
M10 .555 -.179 .458 
~1 .789 .274 
~2 -.120 .761 .163 
~7 .603 .155 
~6 .357 -.243 .486 
Extraction Method: Principal 
Component Analysis. a 
a. 3 components extracted. 
Rotated Component Matrixa 
Component 
1 2 3 
M3 .748 .248 .194 
M8 .746 
M4 .728 .146 .254 
M5 .677 -.130 
M1 .835 
M2 .773 -.146 
M7 .1 01 .620 
M9 .216 .827 
M10 .165 .722 
M6 .646 
Extraction Method: Principal Component 
Analysis. 
Rotation Method: V arimax with Kaiser 
Normalization. 
COMPUTE MPerGain=M3 + M4 + M5 + M8 . 
EXECUTE. 
COMPUTE MPower=M1 + M2 + M7. 
EXECUTE. 




/MISSING PAIR WISE 
/ANALYSIS Nl N2 N3 N4 N5 N6 N7 N8 N9 
/PRINT INITIAL EXTRACTION ROT A TION 
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/FORMAT SORT BLANK(.lO) 
/CRITERIA MINEIGEN(l) ITERATE(25) 
/EXTRACTION PC 
/CRITERIA ITERA TE(25) 
























~efmed missing values are treated 
as m1ssmg. 
IP AIR WISE: Correlation 
~oefficients for each pair of 
~ariables are based on all the 
cases with valid data for that pair. 













Nl 1.000 .530 
~n 1.000 .602 
~3 1.000 .363 
~4 1.000 .616 
~5 1.000 .718 
N6 1.000 .510 
N7 1.000 .517 
N8 1.000 .486 
N9 1.000 .596 
Extraction Method: Principal 
Component Analysis. 
NARIABLES Nl N2 N3 N4 N5 
6N7N8N9 
/MISSING PAIRWISE 








/CRITERIA ITERA TE(25) 




11172 (10.910K) bytes 
Total Variance Ex lained 
Initial Eigenvalues Extraction Sums of Squared Loadings 
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Total %of Cumulative Total %of Cumulative 
Variance % Variance % 
I 3.744 41.600 41.600 3.744 41.600 41.600 
f 1.194 13.264 54.864 1.194 13.264 54.864 
p .984 10.930 65 .794 
~ .692 7.685 73.479 
5 .644 7.152 80.631 
6 .564 6.263 86.893 
7 .443 4.923 91.816 
8 .396 4.405 96.221 
9 .340 3.779 100.000 
T t IV . oa anance E I . d xpJame 
Component Rotation Sums of Squared Loadings 
Total % of Variance Cumulative % 
1 3.083 34.258 34.258 








Extraction Method: Principal Component Analysis. 
C M ·a omponent atnx 
Component 
1 2 
N"9 .724 -.266 
N6 .714 
N7 .703 .153 
N8 .690 .102 
N4 .671 -.407 
N2 .664 .401 
N1 .643 -.340 
N3 .600 






























Rotation Method: V arimax 
with Kaiser Normalization. a 




Component 1 2 
1 .861 
2 -.509 




Rotation Method: V arimax with 
Kaiser Normalization. 
COMPUTE Narc=Nl + N2 + N3 + N4 + N5 + N6 + N7 + N8 + N9. 
EXECUTE. 
RELIABILITY 
N ARIABLES=Nl N2 N3 N4 N5 N6 N7 N8 N9 
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N of Rows in Working 
Data File 
Matrix Input 




Scale: ALL VARIABLES 
c p s ase rocessmg. urn mary 
N % 
Valid 104 96.3 
jcases Excluded a 4 3.7 
Total 108 100.0 
a. Listwise deletion based on all variables 







!User-defined missing values are 
ttreated as missing. 
Statistics are based on all cases 
~ith valid data for all variables in 
he procedure. 
!RELIABILITY 













N ARIABLES=M3 M4 M5 M8 























Scale: ALL VARIABLES 
c p s ase rocessmg ummary 
N % 







User-defined missing values are 
treated as missing. 
Statistics are based on all cases 
with valid data for all variables in 
he procedure. 
RELIABILITY 













a. Listwise deletion based on all variables 
in the procedure. 
Reliability Statistics 




N ARIABLES=M1 M2 M7 




























User-defined missing values are 
treated as missing. 
Statistics are based on all cases 
with valid data for all variables in 
~he procedure. 
RELIABILITY 









Scale: ALL VARIABLES 











a. Listwise deletion based on all variables 
in the procedure. 
Reliability Statistics 




N ARIABLES=M6 M9 Ml 0 
























User-defmed missing values are 
reated as missing. 
Statistics are based on all cases 








Scale: ALL VARIABLES 











a. Listwise deletion based on all variables 
in the procedure. 
Reliability Statistics 











N ARIABLES=M6 M9 Ml 0 M1 M2 M3 M4 M5 M7 M8 






























Scale: ALL VARIABLES 











a. Listwise deletion based on all variables 
in the procedure. 
Reliability Statistics 




IVser-defmed missing values are 
~reated as missing. 
Statistics are based on all cases 
twith valid data for all variables in 
~he procedure. 
RELIABILITY 
NARIABLES=M6 M9 MIO 






N ARIABLES PI P2 P3 P4 P5 P6 P7 P8 P9 PIO pll pl2 p13 p14 p15 p16 p17 p18 p19 p20 
p21 p22 p23 p24 p25 p26 
/MISSING PAIRWISE 
/ANALYSIS PI P2 P3 P4 P5 P6 P7 P8 P9 PIO pll pl2 p13 p14 p15 pl6 p17 p18 p19 p20 p21 
p22 p23 p24 p25 p26 
/PRINT INITIAL EXTRACTION ROTATION 
/FORMAT SORT BLANK(.lO) 
/CRITERIA F ACTORS(3) ITERA TE(25) 
/EXTRACTION PC 
/CRITERIA ITERATE( 50) 














N of Rows in Working 
Data File 










defined missing values are 
treated as missing. 
PAIRWISE: Correlation 
coefficients for each pair of 
variables are based on all the 
cases with valid data for that 
pair. The factor analysis is based 











PI 1.000 .407 
P2 1.000 .592 
P3 1.000 .662 
1P4 1.000 .607 
IPs 1.000 .451 
IP6 1.000 .314 
P7 1.000 .459 
P8 1.000 .436 
IP9 1.000 .380 
IPIO 1.000 .370 
IPll 1.000 .367 
IP12 1.000 .458 
!fACTOR 
N ARIABLES P 1 P2 P3 P4 P5 
IP6 P7 P8 P9 PlO pll p12 p13 
IP14 p15 p16 pl7 p18 p19 p20 
IP21 p22 p23 p24 p25 p26 
/MISSING PAIRWISE 
/ANALYSIS Pl P2 P3 P4 P5 
P6 P7 P8 P9 PlO pll pl2 pl3 
IP14 pis pl6 p17 p18 pl9 p2o 
IP21 p22 p23 p24 p25 p26 
/PRINT INITIAL 
EXTRACTION ROTATION 
/FORMAT SORT BLANK(.IO) 








79784 (77.914K) bytes 
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IP13 1.000 .415 
IP14 1.000 .368 
IP15 1.000 .369 
IP16 1.000 .439 
IP17 1.000 .402 
IP18 1.000 .465 
IP19 1.000 .397 
IP20 1.000 .346 
IP21 1.000 .488 
IP22 1.000 .486 
IP23 1.000 .281 
IP24 1.000 .334 
IP25 1.000 .308 
IP26 1.000 .254 
Extraction Method: Principal 
Component Analysis. 
T t IV . oa anance E I . d XiJiame 
Component Initial Eigenvalues Extraction Sums of Squared Loadings 
Total %of Cumulative Total %of Cumulative 
Variance % Variance % 
1 6.510 25.039 25.039 6.510 25.039 25.039 
2 2.367 9.103 34.142 2.367 9.103 34.142 
3 1.977 7.605 41.748 1.977 7.605 41.748 
4 1.477 5.683 47.430 
5 1.354 5.207 52.637 
~ 1.185 4.560 57.197 
[7 1.061 4.081 61.278 
8 1.034 3.976 65.254 
19 .964 3.706 68.960 
10 .836 3.214 72.174 
11 .762 2.931 75.105 
12 .739 2.843 77.948 
13 .668 2.571 80.519 
14 .645 2.482 83 .001 
15 .597 2.298 85.299 
16 .567 2.179 87.478 
17 .540 2.078 89.556 
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18 .484 1.860 91.416 
19 .383 1.472 92.888 
~0 .355 1.366 94.254 
~1 .345 1.327 95 .581 
22 .307 1.179 96.760 
23 .279 1.072 97.832 
24 .233 .896 98 .728 
25 .182 .699 99.427 
26 .149 .573 100.000 
T t IV . oa anance E I . d xp1ame 
!Component Rotation Sums of Squared Loadings 
Total % of Variance Cumulative % 
1 5.533 21 .280 21 .280 
~ 2.917 11 .220 32.500 

























Extraction Method: Principal Component Analysis. 
C tM tr• 3 omponen a IX 
Component 
1 2 3 
P3 .791 .168 
P2 .729 .245 
P4 .693 .345 
P7 .676 
IP13 .641 
P5 .636 .198 
IP8 .617 .144 .185 
IP9 .611 
p11 .581 -.154 
p24 .558 .131 
~1 .541 -.183 .284 
~6 .508 .200 .129 
p25 .467 .250 .167 
~10 -.421 .384 .214 
p26 .408 .279 
p14 -.276 .537 
IP22 .422 .512 -.214 
p12 -.239 .498 .391 
p16 -.452 .481 
p17 .268 .458 -.346 
p15 -.324 .400 .322 
p23 -.302 .366 .237 
pl8 .240 .304 -.562 
p21 .248 .346 -.554 
IP19 -.220 .369 .460 
tp20 .367 .172 -.425 
Rotated Component Matrix 
Component 
1 2 3 
P4 .778 
P3 .755 -.303 
P2 .748 -.180 
P5 .663 
P8 .651 .100 
11 8 
P7 .617 -.253 .123 
P1 .568 -.221 -.188 
p13 .554 -.240 .225 
P9 .544 -.188 .219 
P6 .540 .148 
p25 .530 .137 
p24 .486 -.149 .273 
p26 .453 .106 .194 
p11 .452 -.386 .116 
p12 .672 
p19 .596 -.191 
p15 .595 
P10 -.211 .569 
p16 -.337 .530 .210 
p23 .519 
p14 -.171 .505 .289 
p21 .692 
p18 -.122 .670 
p17 .170 .604 
p22 .373 .136 .573 
p20 .172 -.211 .521 
Extraction Method: Principal 
Component Analysis. 
Rotation Method: V arimax with 
Kaiser Normalization. a 
a. Rotation converged in 6 iterations. 
c omponen tT ti M t. rans orma on a nx 
~omponent 1 2 3 
1 .884 -.393 .254 
2 .180 .787 .590 
3 .431 .476 -.767 
Extraction Method: Principal Component 
Analysis. 




N ARIABLES=Pl P2 P3 P4 P5 P6 P7 P8 P9 PlO pll p12 p13 p14 p15 pl6 pl7 pl8 p19 p20 
p21 p22 p23 p24 p25 p26 









~put Split File 
Notes 
N of Rows in Working 
Data File 
Matrix Input 









Scale: ALL VARIABLES 
c p s ase rocessmg ummary 
N % 







User-defined missing values are 
reated as missing. 
Statistics are based on all cases 
!With valid data for all variables in 
~he procedure. 
RELIABILITY 
N ARIABLES=Pl P2 P3 P4 P5 
P6P7P8P9P10pll p12p13 
tp14 p15 p16 p17 p18 p19 p20 














a. Listwise deletion based on all variables 
in the procedure. 
Reliability Statistics 




Scale Mean if Scale Corrected 
Item Deleted Variance if Item-Total 
Item Deleted Correlation 
IPI 63 .1649 85.160 .301 
IP2 63 .8557 84.771 .477 
IP3 63.7113 83 .937 .478 
P4 63 .6392 81.108 .547 
P5 63.2062 81.790 .477 
P6 63 .5567 84.499 .456 
P7 63.4536 82.396 .440 
IP8 62.9485 80.299 .502 
P9 63.3093 83.549 .452 
PlO 61.8763 92.922 -.104 
pll 63.0515 83 .258 .312 
[>12 61.3299 89.390 .068 
tp13 63.7526 84.876 .402 
tp14 61.2784 91.536 -.037 
tp15 61.6495 91.522 -.037 
1Pl6 61.3711 93 .132 -.114 
IP17 63 .3299 84.328 .327 
1Pl8 62.9485 84.758 .260 
IP19 61.8557 91.166 -.013 
tp20 63 .0412 85.061 .275 
tp21 63 .2268 86.261 .267 
tp22 63 .2371 82.641 .490 
tp23 61.5258 91.960 -.050 
tp24 63.5464 85.021 .379 
tp25 63 .5464 84.709 .386 
Cronbach's 




























le26 63.63921 82.7751 .4271 .7221 




N ARIABLES=P1 P2 P3 P4 P5 P6 P7 P8 P9 p11 pl3 p24 p25 p26 

















N of Rows in Working 
Data File 
Matrix Input 











~ser-deflned missing values are 
reated as missing. 
Statistics are based on all cases 
!With valid data for all variables in 
he procedure. 
RELIABILITY 
NARIABLES=Pl P2 P3 P4 P5 









c p s ase rocessmg ummary 
N % 
Valid 104 96.3 
Cases Excludeda 4 3.7 
Total 108 100.0 
a. Listwise deletion based on all variables 
in the procedure. 
Reliability Statistics 




Scale Mean if Scale Corrected 
Item Deleted Variance if Item-Total 
Item Deleted Correlation 
P1 25 .0962 62.068 
P2 25.7692 61.907 
P3 25.6538 61.180 
rr4 25 .5577 59.880 
rr5 25.1154 60.161 
rr6 25.5096 64.874 
rr1 25.3750 59.907 
rr8 24.8654 59.496 
rr9 25.2596 62.524 
tp11 24.9712 60.475 
tp13 25.6827 63.190 
p24 25.5000 64.039 
p25 25.4808 64.349 
p26 25.5385 64.581 
RELIABILITY 
N ARIABLES=P10 p12 p14 p15 p16 pl9 p23 

















































N of Rows in Working 
Data File 
Matrix Input 




Scale: ALL VARIABLES 











a. Listwise deletion based on all variables 
in the procedure. 
Reliability Statistics 









User-defined missing values are 
~treated as missing. 
Statistics are based on all cases 
~ith valid data for all variables in 
he procedure. 
RELIABILITY 
NARIABLES=P10 p12 p14 







NARIABLES=PlO p12 p14 p15 p16 p19 p23 

















N of Rows in Working 
Data File 
Matrix Input 




Scale: ALL VARIABLES 

















!User-defmed missing values are 
reated as missing. 
Statistics are based on all cases 
!With valid data for all variables in 
he procedure. 
!RELIABILITY 
NARIABLES=PlO p12 p14 








a. Listwise deletion based on all variables 
in the procedure. 
Reliability Statistics 




Scale Mean if Scale 
Item Deleted Variance if 
Item Deleted 
PlO 23 .3495 14.014 
p12 22.7961 14.262 
p14 22.7184 14.851 
p15 23.0680 14.476 
pl6 22.8835 14.535 
pl9 23 .3204 15.573 
p23 22.9903 15.853 
RELIABILITY 
N ARIABLES=p21 p 18 p 17 p22 p20 


















































Scale: ALL VARIABLES 











a. Listwise deletion based on all variables 
in the procedure. 
Reliability Statistics 




fUser-defmed missing values are 
~reated as missing. 
Statistics are based on all cases 
!with valid data for all variables in 
~he procedure. 
~LIABILITY 








Scale Mean if Scale Corrected Cronbach's 
Item Deleted Variance if Item-Total Alpha if Item 
Item Deleted Correlation Deleted 


















COMPUTE Psych3=P21 + pl8 + Pl7 + P22 + p20. 
EXECUTE. 
FACTOR 
N ARIABLES Fl F2 F3 F4 F5 F6 F7 F8 F9 FlO Fll 
/MISSING PAIRWISE 
/ANALYSIS Fl F2 F3 F4 F5 F6 F7 F8 F9 FlO Fll 
/PRINT INITIAL EXTRACTION ROTATION 
/FORMAT SORT BLANK(.lO) 
/CRITERIA MINEIGEN(l) ITERA TE(25) 
/EXTRACTION PC 
/CRITERIA ITERA TE(25) 















Split File <none> 
N of Rows in Working 108 
Data File 
MISSING=EXCLUDE: User-
Definition of Missing defined missing values are 
treated as missing. 
Missing Value 
PAIR WISE: Correlation 
Handling 
coefficients for each pair of 
Cases Used 
!variables are based on all the 
cases with valid data for that 
tpair. The factor analysis is based 











~1 1.000 .610 
f2 1.000 .644 
IF3 1.000 .675 
IF4 1.000 .652 
IF5 1.000 .623 
IF6 1.000 .767 
IF7 1.000 .657 
IF8 1.000 .583 
IF9 1.000 .562 
IFIO 1.000 .728 
IF II 1.000 .693 
Extraction Method: Principal 
Component Analysis. 
FACTOR 
NARIABLES Fl F2 F3 F4 F5 
IF6 F7 F8 F9 FlO Fll 
/MISSING PAIR WISE 
/ANALYSIS Fl F2 F3 F4 F5 
IF6 F7 F8 F9 FlO Fll 
/PRINT INITIAL 
~XTRACTION ROTATION 




/CRITERIA ITERA TE(25) 




16004 (15.629K) bytes 
Total Variance Explained 
129 
~omponent Initial Eigenvalues Extraction Sums of Squared Loadings 
Total %of Cumulative Total %of Cumulative 
Variance % Variance % 
1 4.792 43.565 43 .565 4.792 43.565 43.565 
~ 1.335 12.137 55.703 1.335 12.137 55.703 
3 1.069 9.715 65.418 1.069 9.715 65.418 
~ .786 7.150 72.567 
5 .625 5.682 78 .250 
() .537 4.881 83 .131 
7 .484 4.402 87.533 
8 .447 4.067 91.600 
9 .387 3.522 95.122 
10 .356 3.237 98.359 
11 .181 1.641 100.000 
T t IV . oa anance E I . d xp.ame 
Component Rotation Sums of Squared Loadings 
Total % of Variance Cumulative % 
1 2.719 24.720 24.720 
2 2.465 22.407 47.127 









Extraction Method: Principal Component Analysis. 
omponen a nx 
Component 
1 2 3 
F4 .792 -.134 
F3 .770 -.168 -.232 
F5 .759 -.162 -.145 
~7 .719 -.178 .328 
130 
IF8 .700 -.224 
IF2 .677 
IF6 .618 -.441 
IF9 .545 .397 
IF10 .516 .665 
IF11 .568 .605 
IF1 .512 .122 
Extraction Method: Principal 
Component Analysis. a 











~7 .742 .194 
~8 .686 .282 
~1 .760 
~2 .245 .755 
~3 .461 .666 
~5 .499 .589 




Extraction Method: Principal 
Component Analysis. 
Rotation Method: V arimax with 












a. Rotation converged in 5 iterations. 
c omponen tT ti M t. rans orma on a nx 
!component 1 2 3 
1 .651 .612 .449 
~ -.524 -.066 .849 
3 .550 -.788 .277 
131 
Extraction Method: Principal Component 
Analysis. 
Rotation Method: V arimax with Kaiser 
Normalization. 
RELIABILITY 
N ARIABLES=Fl F2 F3 F4 F5 F6 F7 F8 F9 FlO Fll 





Output Created 14-JAN-2014 14:58:25 
Comments 
Active Dataset DataSet! 
Filter <none> 
Weight <none> 
Input Split File <none> 
N ofRows in Working 108 
Data File 
Matrix Input 
Definition of Missing 
User-defined missing values are 
Missing Value 
treated as missing. 
[Handling 
Statistics are based on all cases 
Cases Used with valid data for all variables in 
he procedure. 
RELIABILITY 
N ARIABLES=Fl F2 F3 F4 F5 
F6F7F8F9F10F11 





Processor Time 00:00:00.02 
Elapsed Time 00:00:00.02 
[DataSet!] 
Scale: ALL VARIABLES 
Case Processing Summary 
132 
N % 
Valid 99 91.7 
Cases Excludeda 9 8.3 
Total 108 100.0 
a. Listwise deletion based on all variables 
in the procedure. 
Reliability Statistics 




Scale Mean if Scale Corrected 
Item Deleted Variance if 
Item Deleted 
F1 40.4646 33.864 
F2 40.2525 33 .129 
F3 39.9394 32.262 
tF4 39.9899 31.214 
tF5 39.9091 32.328 
tF6 40.3131 33.054 
tF7 40.0000 33.020 
tF8 40.1010 31.867 
tF9 40.3434 32.065 
flO 40.7071 32.699 
tfll 40.5051 31.559 
RELIABILITY 
N ARIABLES=F1 F2 F3 F4 F5 
































14-JAN-2014 14:59:19 Output Created 
Comments 




Split File <none> 
N of Rows in Working 108 
Data File 
Matrix Input 









Scale: ALL VARIABLES 












a. Listwise deletion based on all variables 
in the procedure. 
Reliability Statistics 




User-defmed missing values are 
treated as missing. 
Statistics are based on all cases 
!with valid data for all variables in 
~he procedure. 
~LIABILITY 







Scale Mean if Scale Corrected Cronbach's 
Item Deleted Variance if Item-Total Alpha if Item 
Item Deleted Correlation Deleted 
~1 16.8835 6.869 .438 .840 














N ARIABLES=F6 F7 F8 





































!User-defined missing values are 
~eated as missing. 
Statistics are based on all cases 











Case Processing Summary 
N % 







a. Listwise deletion based on all variables 
in the procedure. 
Reliability Statistics 




Scale Mean if Scale Corrected 
Item Deleted Variance if 
Item Deleted 
~6 8.3524 2.019 
~7 8.0571 2.458 
~8 8.1429 2.201 
RELIABILITY 
NARIABLES=F9 FlO F11 



















Active Dataset DataSet! 
Filter <none> 
Weight <none> 
~put Split File <none> 













Scale: ALL VARIABLES 











a. Listwise deletion based on all variables 
in the procedure. 
Reliability Statistics 




~ser-deflned missing values are 
!treated as missing. 
Statistics are based on all cases 
~ith valid data for all variables in 
he procedure. 
~LIABILITY 







Scale Mean if Scale Corrected Cronbach's 
Item Deleted Variance if Item-Total Alpha if Item 
Item Deleted Correlation Deleted 
~9 7.2857 3.360 .459 .722 
IFIO 7.6667 3.167 .579 .578 
~11 7.4286 3.016 .578 .577 
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CORRELATIONS 
N ARIABLES=Age Exper MACHI MPerGain MPower MEmp Narc PsychT Psych I Psych2 

















N ofRows in Working 
Data File 










User-defmed missing values are 
treated as missing. 
Statistics for each pair of 
variables are based on all the 
cases with valid data for that 
!Pair. 
CORRELATIONS 
N ARIABLES=Age Exper 
MACHI MPerGain MPower 
MEmp Narc PsychT Psychl 








Age Ex per MAC MPerG MPow MEmp Narc Psych 
HI am er T 
Age 






Sig. (2-tailed) .000 .000 .000 .672 .001 .007 .000 .000 
N 107 107 101 105 105 104 103 96 103 
Pearson .920** 1 -.424** -.48o** .103 -.298** -.194* -.388 ** -.439** 
lEx per Correlation 
Sig. (2-tailed) .000 .000 .000 .292 .002 .049 .000 .000 
N 107 108 102 106 106 105 104 97 104 
Pearson -.466** -.424** 1 .821 ** .301 ** .686** .390** .392** .513 ** 
!MACHI 
Correlation 
Sig. (2-tailed) .000 .000 .000 .002 .000 .000 .000 .000 
N 101 102 102 102 102 102 100 92 98 
Pearson -.454** -.48o** .821 ** 1 .043 .314** .363** .38o** .610** 
MPerGai Correlation 
~ Sig. (2-tailed) .000 .000 .000 .668 .001 .000 .000 .000 
N 105 106 102 106 104 104 103 95 102 
Pearson .042 .103 .301 ** .043 1 -.152 .109 .018 -.055 
IMP ower Correlation 
Sig. (2-tailed) .672 .292 .002 .668 .124 .275 .862 .582 
N 105 106 102 104 106 103 102 96 102 
Pearson -.318** -.298** .686** .314** -.152 1 .202* .261 * .287** 
MEmp 
Correlation 
Sig. (2-tailed) .001 .002 .000 .001 .124 .041 .011 .004 
N 104 105 102 104 103 105 103 94 101 
Pearson -.262** -.194* .39o** .363 ** .109 .202* 1 .331 ** .467** 
Narc 
Correlation 
Sig. (2-tailed) .007 .049 .000 .000 .275 .041 .001 .000 
N 103 104 100 103 102 103 104 94 101 
Pearson -.409** -.388** .392** .380** .018 .261 * .331 ** 1 .832** 
IJ>sychT 
Correlation 
Sig. (2-tailed) .000 .000 .000 .000 .862 .011 .001 .000 
N 96 97 92 95 96 94 94 97 97 
Pearson -.404** -.439** .513 ** .6Io** -.055 .287** .467** .832** 1 
IPsychl 
Correlation 
Sig. (2-tailed) .000 .000 .000 .000 .582 .004 .000 .000 
N 103 104 98 102 102 101 101 97 104 
Pearson .295 ** .271** -.347** -.423 ** .128 -.261 ** -.266** .111 -.373 ** 
1Psych2 
Correlation 
Sig. (2-tailed) .003 .006 .000 .000 .202 .009 .008 .277 .000 
N 102 103 97 101 101 100 100 97 100 
1Psych3 
Pearson -.379** -.358** .223* .153 -.010 .238* .103 .632** .375** 
Correlation 
139 
Sig. (2-tailed) .000 .000 .027 .125 .923 .017 .308 .000 .000 
N 102 103 98 101 102 100 100 97 101 
Pearson .097 .097 -.134 -.197 . 237* -.193 -.008 .036 -.263 .. 
IFOLLO Correlation 
jWERT Sig. (2-tailed) .342 .341 .194 .053 .019 .059 .934 .737 .010 
N 98 99 95 97 98 97 98 90 96 
Pearson .009 .035 -.142 -.206* .236* -.187 .041 .085 -.179 
IFOLLO Correlation 
K\'ER1 Sig. (2-tailed) .932 .722 .164 .038 .017 .062 .686 .416 .075 
N 102 103 98 101 102 100 100 94 100 
Pearson .026 .077 -.055 -.095 .219* -.165 .019 -.050 -.238* 
FOLLO Correlation 
WER2 Sig. (2-tailed) .795 .432 .585 .342 .026 .095 .853 .630 .016 
N 104 105 100 103 103 103 103 95 102 
Pearson .154 .164 -.084 -.145 .121 -.123 -.061 .025 .283 ** 
fOLLO Correlation 
K\'ER3 Sig. (2-tailed) .119 .095 .407 .143 .224 .218 .540 .812 .004 
N 104 105 99 103 103 102 103 95 102 
Correlations 
Psych2 Psych3 FOLLOW FOLLOW FOLLOW FOLLOW 
ERT ERl ER2 ER3 
Pearson .295 -.379** .097** .009** .026 .154** 
Correlation 
Age 
Sig. (2-tailed) .003 .000 .342 .932 .795 .119 
N 102 102 98 102 104 104 
Pearson .271 ** -.358 .097** .035 •• .077 .164** 
jExper 
Correlation 
Sig. (2-tailed) .006 .000 .341 .722 .432 .095 
N 103 103 99 103 105 105 
Pearson -.347 .. . 223 ** -.134 -.142 .. -.055 •• -.084** 
jMACHl 
Correlation 
Sig. (2-tailed) .000 .027 .194 .164 .585 .407 
N 97 98 95 98 100 99 
Pearson -.423 •• .153 ** -.197** -.206 -.095 -.145 ** 
IMJ>erGain 
Correlation 
Sig. (2-tailed) .000 .125 .053 .038 .342 .143 
N 101 101 97 101 103 103 
140 
Pearson .128 -.010 .237** .236 .219 .121 
Correlation 
Sig. (2-tailed) .202 .923 .019 .017 .026 .224 
N 101 102 98 102 103 103 
Pearson -.261 ** .238** -.193 ** -.187** -.165 -.123 
Correlation 
mp 
Sig. (2-tailed) .009 .017 .059 .062 .095 .218 
N 100 100 97 100 103 102 
Pearson -.266** .103* -.oo8 ** .041 ** .019 -.061 * 
Correlation 
arc 
Sig. (2-tailed) .008 .308 .934 .686 .853 .540 
N 100 100 98 100 103 103 
Pearson .111 ** .632** .036** .085** -.050 .025* 
sychT 
Correlation 
Sig. (2-tailed) .277 .000 .737 .416 .630 .812 
N 97 97 90 94 95 95 
Pearson -.373** .375** -.263 ** -.179** -.238 -.283 ** 
sych1 
Correlation 
Sig. (2-tailed) .000 .000 .010 .075 .016 .004 
N 100 101 96 100 102 102 
Pearson 1** -.108** .458** .491 ** .237 .368** 
sych2 
Correlation 
Sig. (2-tailed) .288 .000 .000 .017 .000 
N 103 99 95 99 101 101 
Pearson -.108** 1 ** .117* .041 .051 .112* 
sych3 
Correlation 
Sig. (2-tailed) .288 .256 .688 .614 .263 
N 99 103 96 100 101 101 
Pearson .458 .117 .883 .776* .750 
OLLOW Correlation 
RT Sig. (2-tailed) .000 .256 .000 .000 .000 
N 95 96 99 99 99 99 
Pearson .491 .041 .883 1* .598* .471 
OLLOW Correlation 
Rl Sig. (2-tailed) .000 .688 .000 .000 .000 
N 99 100 99 103 101 101 
Pearson .237 .051 .776 .598 1* .399 
Correlation 
R2 Sig. (2-tailed) .017 .614 .000 .000 .000 
N 101 101 99 101 105 103 
141 
Pearson .368 .112 .750 
!fOLLOW Correlation 
IER3 Sig. (2-tailed) .000 .263 .000 
N 101 101 
**.Correlation is significant at the 0.01 level (2-tailed). 
*. Correlation is significant at the 0.05 level (2-tailed). 
11.4 Followership Correlation Table (Narcissism) 
Correlations 
Fl F2 F3 F4 F5 
N Pearson 
1 Correlatio -.048 .097 .107 .021 .211 * 
n 
Sig. (2-
.622 .328 .278 .828 .031 
tailed) 
N 106 104 105 106 105 
N Pearson 
.240 
2 Correlatio .036 .170 .141 .244* * 
n 
Sig. (2-
.713 .086 .014 .152 .012 
tailed) 
N 105 103 104 105 104 
N Pearson - - -
3 Correlatio .053 




.594 .463 .492 .760 .948 
tailed) 
N 105 103 104 105 104 
N Pearson - -





.255 .334 .971 .332 
1.00 
tailed) 0 
N 106 104 105 106 105 
N Pearson 
.202 
5 Correlatio -.048 .052 .033 * .003 
n 
Sig. (2-
.625 .601 .736 .039 .973 
tailed) 
N 105 103 104 105 104 
N Pearson - -



























.471 .399 1 
.000 .000 
101 103 105 
F7 F8 F9 FlO Fll 
- -





.903 .235 .590 
5 




4 .115 .053 .020 
.386 
.44 
.239 .592 .839 
8 






9 * .027 
.433 
.84 
.044 .782 .906 
4 
105 106 106 106 104 





.835 .348 .213 
1 




.012 .088 .154 
.522 
.21 
.904 .372 .116 
0 




0 .105 .108 .075 
142 
Sig. (2-
.459 .802 .764 .789 .767 .713 .957 
.41 
.282 .269 .446 
tailed) 3 
N 106 104 105 106 105 106 106 107 107 107 105 
N Pearson .04 
7 Correlatio -.079 .024 .047 .036 
-.025 .069 -.046 
4 .011 .076 .101 
n 
Sig. (2-
.423 .813 .636 .711 .798 .484 .643 
.65 
.911 .439 .305 
tailed) 3 
N 106 104 105 106 105 106 106 107 107 107 105 
N Pearson 
8 Correlatio -.102 .071 .070 .001 .073 .064 
-.144 .00 
.014 .043 .087 
n 9 
Sig. (2-
.299 .475 .479 .988 .460 .515 .142 
.92 
.883 .658 .378 
tailed) 9 
N 106 104 105 106 105 106 106 107 107 107 105 
N Pearson 
9 Correlatio -.084 
.058 .007 .104 
.037 
.030 
-.117 .05 .002 .084 .016 
n 2 
Sig. (2-
.392 .560 .944 .289 .710 .759 .234 
.59 
.981 .392 .870 
tailed) 6 
N 106 104 105 106 105 106 106 107 107 107 105 
**. Correlation is significant at the 0.01level (2-tailed). 
*. Correlation is significant at the 0.05 level (2-tailed). 
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